
AD-R166 251 BEHAVIOR&L RELIABILITY A REVIEN OF ACADEMIC LITERATURE 1/4
AND ORGANIZATIONAL- (U) PERSONNEL DECISIONS RESEARCH
INST MINNEAPOLIS MN B N BARGE ET AL. 31 DEC 84 96

UNCLASSIFIED DNR-TR-B5-21 DNASI-B3-C-SS5S F/0 5/10 M



1.0 ..

11111 .0 28 12.2

_L2 III =L

M)CRntnPY RISC,win!N r( '



-X 75: 7 77 7,

AD-A 166 251 DNA-TR-85-21

BEHAVIORAL RELIABILITY
A Review of Academic Literature and Organizational Programs

Bruce N. Barge Ruth Kanfer
Leaetta M. Hough John Kamp
Ed Kemery Manly Cardozo

Marvin D. Dunnette
Personnel Decisions Research Institute

821 Marquette Avenue
Minneapolis, MN 55402

31 December 1984

Technical Report

CONTRACT No. DNA 001-83-C-0050

Approved for public release; APR 1 18
distribution is unlimited.

THIS WORK WAS SPONSORED BY THE DEFENSE NUCLEAR AGENCY L:~
UNDER RDT&E RMVSS CODE B316183466 B990MXPF00043 H2590D.

Prepared for
Director
DEFENSE NUCLEAR AGENCY
Washington, DC 20305-1000

uii~f~ W- U



* - - --- -%~

DISTRIBUTION LIST UPDATE

This mailer is provided to enable DNA to maintain current distribution lists for reports. We would
appreciate your providing the requested information.

o- - "!

0l Add the individual listed to your distribution list. -

El Delete the cited organization/individual.

[] Change of address.

NAME:

ORGAN IZATION:

OLD ADDRESS CURRENT ADDRESS

TELEPHONE NUMBER: ( )

SUBJECT AREA(s) OF INTEREST:

DNA OR OTHER GOVERNMENT CONTRACT NUMBER: "-_"_-.

CERTIFICATION OF NEED-TO-KNOW BY GOVERNMENT SPONSOR (if other than DNA): Wi

SPONSORING ORGANIZATION: "_____ ________

CONTRACTING OFFICER OR REPRESENTATIVE:"__"-______,_-'_-"__

SIGNATURE: "'"_"

. . . . . . . . . . . . . . . . .



%7* %- ".%' W W, %"-

4J.

UNCLASSIFIED

REPORT DOCUMENTATION PAGE
A C.:,0 T !S- C-. VAR<, S

*i UNCLASSIFIED ,,_._.-_.._...
-' . -3 , , 3 ' B' ON A C Z.A3, , 3 -- ,' -A0.-.T'-

N/A since Unclassified Approved for public release; distribution
A5 ,.C. DCANCSAOSC- DULE is unlimited.

N/A since Unclasified
ORESORT, NfVBER(S) S 5 NON DRGAN2A-0 .O%,3;P(

Institute Report No. 96 DNA-TR-85-21

- . -NC ACAN ZA CN E~C- C 'V3OL 'aNAE>VNOC CA2 N

Personnel Decisions Research 'if appihcable) Director
Institute Defense Nuclear Agency -4

-c ~O~-~ S Cy State andi .'PCode) 'b ADDRESS Ciry, State ind Z'PCode)
2415 Foshay Tower
"21 Marquette Avenue Washington, DC 20305-1000
Minneapolis, MN 55402

*~% Sa-o.) ' C CSORING Soc 'DP ('E~ S'i3) R0CREVEr%- % CNC VO \ ER

-. "f wlcab'eJ DNA 001-83-C-0050

ic - - C r, Stare ana d2PCode) D9 O RCE ' b \ J B' E S

tROC-SnM SO.EC ", ,"
_EVET NO "CO AC.ESS C% NO

62715H B990MXP F DH006432
"'- c' e c' ,,y C'assmtcaron) " ' "

BEHAVIORAL RELIABILITY
A Review of Academic Literature and Organizational Programs
• '.,.. Af-C~s Barge, Bruce N; Hough, Leaetta, M.; Dunnette, Marvin D.; Kemery, Ed;

%anfer, Ruth; Kamp, John; and Cardozo, Marly
" "* ' " 5b "ME COvERED .1 - ? t E-,oR, Year Morr, aC) I5 -ACE CO '.

TechnicaloM Z )_ -o841231 841231 334

This work was sponsored by the Defense Nuclear Agency under RDT&E RMSS Code B316183466 .'.".
B 990MXPF00043 H2590D.

CSA,- -3 -S 'S ]B EC -ERVS Continue on reverse t nec ssry ind ,aentr'f by biocc number)
-. - Behavioral Reliability Interactionism

5 Coping Personal Characteristics10 Environmental Variables Reliability of Performance
. -,t " Cjrtirue on eve~rse f necessary and identity by block number)

Behavioral reliability describes the extent to which an individual's behavior is consis- I
tently effective, particularly in sensitive duty positions. Academic literature described
in this report shows the effect on behavioral reliability of personal characteristics,
environmental variables, stress, and coping. The correlates of substance abuse are de-
scribed, and behavioral reliability itself is examined. Site visits at organizations with
active behavioral reliability programs are discussed, and recommendations are made for an
opti;al reliability program. K;

.1 ~O A -18A3 0' ABSEPAC-2 A3S-RAL ii,- -4 - A ON
* ~~ D %, %11- C3 SAME AS E > UNCLASSIFIED

... ~NAV tONS -RE D'V DI-AL z - P -ON E (inc lude 4rea C..ie) 7-c D0 LEPR~
Betty L. Fox (202) 325-7042 DNA/STTI

* DO FORM 1473, 4Va 33 APR eadt on ay oC .Ied It C''an"ed %(*(S AO y~5tC __
R . . ca ( .*A -I ot-e, ed 01% are ziusoleteUN L S IFI D" " 'i CLAIFj



UNCLASSIFIED
SECURITY CLASSIFICATION OF THIS PAGE

16. SUBJECT TERMS (Continued)

Stress

Substance Abuse

~ SECURITY CLASSIFICATION OF T"IS PACE



PREFACE F.

Many persons have contributed to the sum of information that is pre-
sented in this report. Although these contributions have taken a number
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behavioral reliability and to projecting that picture onto the pages of
this volume.

We wish to thank each of the secondary authors of this report - Ed
Kemery, Ruth Kanfer, John Kamp, and Marly Cordozo - for their work in
summarizing a section of the academic literature and placing it in a
form conducive to synthesis of the final product. We are grateful to
Meg Keyes and Kristie Dulaney for their assistance at various points in
the project. Also, we wish to thank each of the representatives of the
organizations at which we conducted site visits. These individuals
freely gave of their time and supplied invaluable information as to how
behavioral reliability was handled in their organization. Thirdly, we
wish to thank John Novak who was so thorough, punctual, and cooperative
in typing and assembling this report. John put up with numerous re-
visions, constructed clear and appealing figures and tables, and had a
sharp eye for detail that improved the final product dramatically.

Finally, we would like to thank the representatives of Defense Nuclear
Agency - Mike Symonds, Bill Witter, and Joe Fishburne - for their
conceptual contributions to the project. In addition, Mike Symonds
deserves special recognition for his work in gaining entree to the
organizations that participated in the site visits. Mike Symonds also
assisted in the interviews conducted during several site visits.
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CHAPTER 1

I NTROI)UCl ION

Pt rsonnf,! reliability, because it has Impact on virtually every area
of organizational effectiveness, is of great concern to most organiza-
t fons. It Is of particular concern to organizations with employees ."' '--
In "sensitive duty positions," those jobs in which inappropriate be-
havior may result in especially undesirable outcomes. For this reason, .2
a great amount of effort and research has been directed toward a better
understanding of the concept of behavioral reliability and how it might
be maximized. Behavioral reliability broadly defined includes accepting

riiles and regulations, making appropriate decisions under stress, co-
operating with other employees, following work directives, not acting
without thinking, keeping others Informed of problems or mistakes,
and keeping vital Information confidential. In short, a highly re-
liable employee displays behavior that is dependable, that fits into
the work system, and that Is well-adapted to stressful or changing
cond I t 1 ons.

By contrast, unreliable employee behavior is often Inconsistent, over-
Iv rigid, or incongruent with the work system. Unreliable employees
are more prone to such behaviors as carelessness, hostility, tardiness,
substance abuse, or theft and sabotage. Since sensitive duty positions
deal with materials, Information, equipment, and other people of un-
usual Importance, these kinds of unreliable behavior must be minimized, -

particularly In these positions. This report reviews the factors that
Influence reliability, and uses; the resulting information to make
relevant sugges;tions. The report begins with a brief overview of how
behavior in general comes about, and the factors thought to affect it.

lriman behavior las been said to be the world's greatest puzzle, a puz-
zle characterized by multiple causality and complex interactions. Despite -".

extensive research, prediction of future behavior remains difficult
and probabltistIc. The point of view taken in this paper is that be-
havior is best explained by a position that has come to be called Inter-
actionism, in which behavtor results from the Interrelationship be-
tween the person and his/her surroundings (Smith, 1973). This Implies
that an Ind ividual s behavior Is not only influenced by significant
features of the environment, but also that a person's unique blend of
attributes may lead him or her to choose particular types of environ-
menits in wich to behave. Also, the person's characteristics may lead
him or her to choose tholse aspects of the environment that will serve
as behavioral cues (Endler & Magnusson, 1976). Thus, there Is a two-
way relationship in which a person's environment influences his/her
behavior and, at the same time, the person's characteristics deter-
mine which environment is present and how It may affect those actions.

In attempting to uinderstand and predict human behavior, many people
have emphasized the Importance of the person and how personal character-
st tcs Inf luence behavior. Manv others have argued in the same way-
for the importance of the environment and Its effect on behavior. While
I t Is perhaps common sense to COoI ude that hot h are Important ,much

of the research on human behavior has investigated only one at

.r F
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a time whilte ignoring the other. Therefore, as this report discusses
the factors that influence behavior and reliability of behavior, it
does so separately for person variables and environmental varlableq.
Throughout, however, the interactionism perspective is also mentlonedf'

in an attempt to tie together results from each area. We bep ::, wt it a
brief historical overview of the development of thought conc r,-1',,- the
petcson, the environment, and interactionism.

'llie Person. Theori es of behavior that emphasIze "the person" argue that

there are important characteristics of each individual that are highly
related to how that person behaves. These characteristics not only
describe the person, they can also be used to predict his/her future

behavior. This point of view has been held for centuries; the first
formal statement of it was based on Hippocrates' theory of humors
(Watson, 1978). tlippocrates had postulated that four humors - blood,

black bile, yellow bile, and phlegm - made up the constitution of the
human body, and determined health and disease. Later, in what is often
credited to Galen, these humors came to be associated with personality
characteristics. A person with a predominance of blood was said to be
of sanguine (warm-hearted, volatile) temperament; one with an excess of
black bile was melancholic (sad); yellow bile made the person choleric

(quick to anger and to action); and a preponderance of phlegm produced a
phlegmatic (humorous) individual. This theory was thus the forerunner

of what came to be called personality "type" theory.

According to "type" theory, there exist a relatively small number of
personality types that are made up of discrete combinations of per-
sonal characteristics (Willerman, 1979). Each Individual is believed

to fit one and only one type. Sheldon (1940) proposed that there exist

three of these categorizations, called somatotypes, and that each type
Is characterized by both body build and personality. More specifically,
Sheldon believed that there are: 1) endomorphs, who are fat, and tend

to be complacent and love comfort and approval, 2) mesomorphs, who are
muscular, and tend to be assertive, energetic and adventurous, and

3) ectomorphs, who are thin, and introverted, aloof, and self-conscious.
A second well-known type theory was that of Carl Jung, whose 1928 book
"Psychological Types" proposed that people were either introverts or

extroverts. Introverts were those who derived their motivation from
inner necessity and feelings, while extroverts were motivated more by

external factors such as social relations (Watson, 1978).

Although type theories have a certain intuitive appeal and have been

incorporated to some degree into everyday speech and thought, they '

remain rather gross descriptions of an individual's characteristics,
and are subject to numerous inconsistencies and exceptions. A more
sophistIcated view of the person has focused on traits, which are fair-

lV stable Indicators of differences in people's behavioral predisposi-
tions, but are narrower In scope and more numerous than types. As
Allport (1937) has said, "A person can have many traits but can fit
only one type" (p. 42). Therefore, traits are better able than types

to capture the uniqueness of each individual, the "relatively enduring

2



ways in which one person differs from another" (Guilford, 1959, p. 6).
Note that traits are described as relatively enduring - they are thus
in contrast to states (such as anxiety) that characterize a person only
sporadically or for a short time. Anastasi (1948) has sunmmed up the
trait concept in the following way: Traits are categories for the
orderly description of behavior; categories that are concerned with
the organization and interrelationships of behavior, that refer to
relatively enduring characteristics, and that differentiate an in-
dividual from others, usually within a cultural frame of reference.

A tremendous amount of research has been generated regarding psychological
traits, including investigations of the number and structure of traits,
thle measurement of individual differences on these traits, and the
relationship of these measures to later behavior. Much of the evidence
from this research has supported thle utility of the trait approach.
Thle ubiquity of traits as descriptive units has been well documented,
as has thle consistency of trait-like behavior over time and multiple
situations. On the other hand, there are also numerous researchers who
have concentrated their effort on thle environment, thereby ignoring
personal characteristics just as trait researchers have often ignored
situational effects.

Thle Environment. Although the environment has also been widely viewed
as related to behavior, it historically has received much less systematic
research than has its trait counterpart. Isidor Chein wrote that:
"Perhaps one of the outstanding weaknesses of contemporary psychological
theory is the relative neglect of the environment by many of the most
influential theoretical viewpoints" (1954, p. 115). Rudolf Moos, In
1973, added that: "Although most current personality theorists subscribe
to thle belief that behavior is a joint function of both the person and
the environment, they have until recently emphasized and studied person
variables while paying relatively less attention to environmental
variables" (p. 652). Within the last ten years, however, interest in
thle study of thle environment and its effect on behavior has e/,perienced
something of an awakening. Stokels (1978), in his Annual Review of
Psychology chapter, reports that the research literature on human be-
havior in relation to its environmental settings is expanding at a stag-
gering rate. This trend continues unabated as evidenced by thle intro-
duction of the area's own journal, Thle Journal of Environmental Psy-
chiology, in 1981.

Many of thle advocates of thle importance of the environment in determin-
Ing behavior are also adherents of thle behaviorist school of psy-
ctiology. According to this point of view, the environment is seen -77-

as thle primary source of reinforcement through which all behavior Is
acquired and maintained. Since the cues In each environmental situa-
tion differ, an Individual's behavior will differ accordingly, in order
to receive reinforcement. Therefore, the situation is seen as the
determinant of behavior. Also, thle situation is important because
what is reinforcinog for one person may not he reinforcing for another.
Each situation must be examine(] in order to identify the potential -



reinforcers that produce the environment's effect on each individual's
behavior.

Walter Mischel (cf. 1973) has been among the most outspoken advocates of %
the environmental position. As support for his viewpoint, he has argued
that there actually is little evidence for behavioral consistency,
consistency that is required if one is to support a belief in the trait
position. Mtschel also argues that this lack of behavioral consistency
supports the idea that different environments produce totally different
behaviors. Although much of Mischel's additional arguments are more an
attack on the trait position than a listing of evidence for environ-
mental effects, there is research that supports the ervironmental view-
point. Behavior modification, which involves reinforcing desired be-
haviors and withholding reinforcement when undesired behaviors are
displayed, has demonstrated that manipulation of the environment can
produce great changes in behavior. Still other evidence for the im-
portance of the environment is the extensive research with stimulus-
response models which show the impact of the situation (stimulus) upon

behavior.

Interactionism. Over the last 15-20 years, a controversy has raged in
the psychological literature between the trait adherents and the situationist
advocates. Although occasionally vitriolic, the controversy has suc- --

ceeded in bringing to light many of the weaknesses of either position by
itself. Interestingly, even in the times of the ancient Greeks, it was
realized that both the person and the environment must be considered in
order to understand behavior. According to Shute (1972), Aristotle wrote
that "While a thing comes to be what it is only in response to the
environment, this response itself is directed and limited by a poten-
tiality already present... Natural things (including human behavior) both
come to be and grow in continuous interaction between the two (organism
and environment). But the responses that are called out by the environ-
ment are limited by a determinate potentiality and governed by the form
of that which is being generated or growing," (p. 284).

More recently, such theorists as Tolman (1935), Lewin (1935), and Murray
(1938) have all recognized the importance of interactionism. After a
brief hiatus, modern formulations of interactionism have appeared by
such authors as Bowers (1973) and Block (1977). It appears today that
interactionism is very much in tune with the zeitgeist, and the principal
challenge facing it is not its conceptual feasibility but rather how
best to systematically and operationally define it. In the remainder of
this report, the perspective of interactionism will be used as the
unifying thread to explain why a clear understanding of behavioral
reliability is often not achieved. Because the research cited is often
not unified, however, each of the major classes of variables that
interact In producing behavior are discussed separately. Thus, Chapter
It deals in more depth with the person and the research tying personal
characteristics to behavior.

4r
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Chapter III does the same for the environment. In Chapter IV, the
concept of stress is discussed, how it is influenced by both personal
characteristics and the environment, and what its impact is on the
reliability of performance. Chapter V examines psychosocial correlates

of substance use and abuse, which is a major concern for behavioral
reliability.

Primarily, Chapters II, 11, IV, and V are discussions of academic
research, research that is mostly an examination of basic issues.
Through-out these four chapters, however, an attempt is made to show how
the research results pertain to development of an effective behavioral
reliability program. By contrast, in Chapter VI, a more applied
discussion of behavioral reliability is presented, and various reliability
programs from around the United States are described and evaluated.
Therefore, the following report examines behavioral reliability from
both an academic, more basic, viewpoint and an applied, more specific,
perspective. In Chapter VII, we draw upon both of these sources of
information in order to form conclusions and propose a model of an
optimal behavior reliability program for sensitive duty positions in
organizations.

5



CHAPTER 2 __

THE PERSON

As mentioned In the overview, thle characteristics or traits of each
person bear an Intuitive relationship with thle behavior of that person.
For example, we tend to think of aggressive persons as being more apt to
engage in conflict and conscientious persons as more likely to be on
time for work. Further, these personal characteristics are seen as
relatively stable over time and across many different types of trait-
relevant situations Individual differences on these traits have usually
been measured with self-report Inventories that ask the respondent to indicate
how closely a trait-related statement describes them. In this section,
research findings will be summarized regarding both thle structure of
these trait measures and their validity in predicting later behavior. Three
major areas of individual differences are included: personality, vocational
Interests and needs, and biographical data. Each of these areas is non-
cognitive In nature, I.e. they do not specifically address differences
among persons in intellectual or cognitive ability. This restriction of
the discussion is made because tile primary purpose of this paper is to
Illustrate the factors affecting the reliabiiity of human performance.
While cognitive abilities have been demonstrated to be predictive of the
level of performance, non-cognitive predictors are better able to forecast
thle consistency of performance.

The empirical evidence for this will be given later, but a simple
example may clarify thle point. If anl individual applies for a job as an
engineer, an ability measure will Indicate whether that person has the
potential to do the job. If, however, we wish to know how likely it is
that the individual will actually do the job day in and day out, then
measures of personality, interests, and biographical experiences are
much more relevant.

Personality

According to Aliport (1937), "Personality is thle dynamic organization
* within the individual of those psychophysical systems that determine his

unique adjustments to hits environment" (p. 48). Cough (1976) points out
that this definition recognizes the individuality of each person, thle
Interplay of Internal and external forces, and the adaptability of the
system for change. operationally, these components have most often been -. :
Incorporated in personality traits, of which Aliport and Odbert's (1936)
Investigation turned uip over 17,000. obviously, however, there is much
redundancy and narrowness In such a list and so a great amount of effort
hans been directed toward convergence on a smaller number of more basic
traits.

6
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Personality Structure. Factor analytic work by such investigators as
Cattell (1950), Guilford (1975) and French (1973) suggested that there
were between twenty-four and fifty-eight primary or "first-order" factors
that characterize the personality domain. By contrast, Tupes and Cristal
(1961) and Norman (1963) found that five basic dimensions emerged from
their factor analysis of peer ratings and nominations: surgency, emotional
stability, agreeableness, conscientiousness, and culture. These five
higher-order dimensions have recently been endorsed by Goldberg (1981) "-"'-

for use in the self-report domain as well as peer ratings, a conclusion
supported by Hogan (1983). Hogan (1983) has, however, suggested the
division of the surgency factor into Dominance and Affiliation, resulting
in six distinct dimensions.

Kamp and Hough (1984) sought to verify the utility of this scheme by
classifying each of the 146 scales contained in twelve major personality
inventories into one of the aforementioned six dimensions or a miscellaneous
dimension. Published intra-inventory and inter-inventory correlations
were then used for analysis of between-category and within-category
correlations. If the taxonomy is useful, within-category correlations
should be high and between-category correlations should be low. The
results of this procedure are shown in Table 2.1.

Table 2.1. Mean within-category and between-category correlations.

Mean -. 46

Potency SI]r-.16

N -146
r

Meant-.20 Mean -.43

Adjustment SDr 18 SD -. 19

N,-321 Nr-165

Mean - .04 Mean -.24 Mean -.37
r r

Agreeableness SD -.17 SDr-. 16 SD -.14

[1 -173 N -162 N - 44
rr r

Hean --.08 Mean -.13 Meanr-.06 H?,an -.3)4r r r -

Uependabl1ty SD,- .16 SD -.20 SD -.17 SI) -.18

N 286 H -276 N -166 1 -121a

Mean,-. 12 Meanr-.02 Meant- .04 1canr--. 12 ( 4ea , -.4,

Intellectance SD -. 15 SD -. 14 S) -. 16 SDt" .18 SD -. 19

N,-175 N r-193 N,- 94 N,- 162 N'- 52

Mean,-.09 Mean -. 00 Hean1 .10 lean, -. 08 tlean -.14 Meant".33
Affiliatlon SI) -.21 Sr-.16 SOr-.17 SO -.14 SO- .15 St-.16

N -157 N,-150 N . 98 N,-160 Nr- 84 N,- 45

Mean r-09 Mean -.12 Mean - .02 Mean -.02 lcan t-.04 Mean --.04 M n - 0

Micellaneous So -.17 S1)r .18 -D '-.18 SDr-.18 SD -. 1 S r- .11 SD -.20
Nr-392 Nr -419 (4r-215 N r-361 N,-242 N,- 208 N-246 W IL L

Potency Adjustment Agreeable- Dependa- Intellec- Affllis- Miscel-
neas bllty fance tlion loneous
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It can be seen that within-category correlations range from .33 to .46
while between-category correlations are between .00 and .20. Therefore, ....-.-

it can be concluded that the proposed taxonomy reasonably and quite
completely represents the domain of personality traits, at least as
currently measured.

Validity. Five major reviews of the criterion-related validity of
personality measures have been undertaken within the last 40 years:
Ellis and Conrad (1948), Chiselli and Barthol (1953), Gulon and Gottier
(1965), (hiselli (1973), and the Kamp and Hiough (1984) review. In
addition to being the most current, the Kamp and Hough (1984) review is
very thorough and includes hundreds of validity coefficients. Their
review examined the validities of personality measures according to the
aforementioned taxonomy of six constructs plus four additional content
categories that fell outside the proposed taxonomy. Three of these four
additional categories (Achievement, Masculinity, and Locus of Control)
could not be easily classified with the more general constructs, while
the fourth category (Unclassified Military Scales) summarizes results--
gleaned from military research that did not provide enough information
for adequate classification into another category.

Table 2.2. Median criterion-related validity coefficients
for temperament predictors for all criterion categories.

Troper .1ri~tJob
Pr-lltor duentIonAl Training Proficiency Job Involvement/ Adjustment
category-_ Criteria Criteria Criteria WitIhdrawal CriterIa CriterI a .- ._ I -

Potency .06(42) .13(36) .07(65) .04(1)) -.17(1) ,. -

Adjuatment .14(43) .19(28) .i1(65) .17(16) E-j.D3352)

Agreeableness .03(9) .08(5) fi)(22) -n02(5) -.03(5)

Dependability .13(24) .12(20) .11(49) .14(15) [_ j(tm)

Intellectance .17(6) .19(5) .01(16) -.09(9) .18(3)

Affiliation -.03(s) -- -.02(6) .09(4) -.07(4)

Achievement [ (4,-- 2:](4
Mancultnity -.16(8) .09(3) .Io(In) .03(4) -.13(11)

Locus of Control f :3 1) U+ 2) 1)j~ --

UncInafled Military -- .18(8) .18(25) -- [ ._ (2n)
Scales

The number In parentheses next to each median value in the number of correlations on which that median i based.

NOTE: Median correlations above .20 ar Indicated by a box.

8
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Table 2.2 shows the ten predictor categories, as well as five criterion
categories in a summary validity table. Although such a table loses a
degree of information by combining hundreds of validities into a much
smaller number of summary coefficients, the results do reflect the
levels of relationship that might generally be expected. It can be seen .'

that for educational criteria, Achievement and Locus of Control predictors
yield the highest correlations (.30, .32) while other predictors have --
more modest relationships. Persons high in Achievement are those who
set high goals and strive for excellence, while those high on Locus of
Control tend to believe that their fate is determined by their own
activities. These same traits are also the best predictors for both
training and job proficiency criteria, although the level of correlation
varies somewhat.

The level of the figures shown are, however, somewhat misleading. As
Chiselli and Barthol (1953) found, the level of validity of these predictors
may vary directly with the occupation in which it is calculated. For
example, certain personality characteristics may be more important in a
sales job than in a service job, while other characteristics show the ONE.-
opposite relationship. Thus, since many studies compute validities for
all scales for several jobs, it is likely that a predictor's high relationship
with these criteria in one job is canceled out by a low relationship in
another occupation. Indeed, the summary values obtained by Ghiselli and
Barthol (1953) and Ghiselli (1973) are substantially higher than in the
Kamp and lough (1984) review, presumably because the Ghiselli reviews
included only results for personality predictors that appeared most
relevant to the job in question. The Kamp and Hough review did not ...
follow that procedure since It is fairly subjective and could lead to
overestimation of the relationship. On the other hand, Kamp and Hough's
more conservative procedure could also have underestimated the actual
level of validity expected.
The job involiement/withdrawal category in Table 2.2 includes studies

that used as criteria job tenure, turnover, military reenlistment, and

absenteeism. Although only a small number of studies have been conducted
in this area, it appears that measures of Adjustment and Dependability
vield the highest correlations with job involvement/withdrawal. Persons
high in Adjustment tend to be calm, relaxed, and cheerful, while those
high in Dependability are conscientious and rule-abiding.

While Adjustment and Dependability appear important in predicting job
involvement/withdrawal, they obtain much higher relationships when
predicting criteria in the adjustment area. Adjustment includes those
aspects of work behavior that are most relevant to a consideration of
personnel reliability, such as unfavorable discharge, delinquency, and
substance abuse. Measures of Achievement, Dependability and Adjustment
are not only the best predictors of these criteria, they also yield the
highest correlations overall. In addition, these relationships are

9 ,--.
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among the best documented in this domain since they are based on large
numbers of validities. Therefore, it seems reasonable to conclude that
the highest level of validity achieved by personality predictors is in
predicting those behaviors most relevant to the reliability of performance,

i.e., unfavorable discharge, delinquency and substance abuse. It might
also be noted that adjustment criteria are typically the criteria that
are least well predicted by cognitive variables.

Summary. Tne preceding discussion of personality, its structure, and
the validity of its measures has been extremely brief in comparison to
the vast amount of literature compiled on these topics over the last
several decades. As such, it has been intended as a broad overview of a
complex and heterogeneous area. Nevertheless, a number of salient
conclusions stand out with respect to an understanding of the role of
personality in the reliability of human performance. First, there
appears to be reasonable consensus that the personality domain can be
represented by a taxonomy of six dimensions that are distinct and fairly
independent. Second, these dimensions, as well as a few additional
content categories, are predictive of a wide range of criteria of interest,
although these relationships are often moderated by job type. Finally,
personality measures seem to have their greatest predictive power when

applied to adjustment criteria, those same criteria that are most important
for the reliability of behavior. This finding, which is important in
its own right, gains additional significance when it is noted that

cognitive variables rarely are predictive of these criteria, and other
non-cognitive predictors such as vocational interests typically yield
more modest correlations with adjustment. Before closing this discussion
of personality, it is noted that Chapter V provides a more in-depth
discussion of the prediction of substance abuse through personality.
Thus, Chapter V describes additional research on personality prediction
as applied to this critical variable in performance unreliability.

Vocational Interests

E. K. Strong, perhaps the most recognized researcher in interest assessment,
defines interest in the following ways: "Interest is a response of
liking ... an aspect of behavior" (1943, pp. 6, 8). Interests "point to

what the individual wants to do, they are reflections of what he considers
satisfying;" "Interests may be conceived of as a single expression, a
general tendency, or the score on an interest inventory," (1943, p.
19). It is the last of these, the interest inventory, that has received
the most investigation witihin the domain, and from which the structure
of the area has evolved. 7 "

10
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Table 2. 3. The relation of Roe's occupational categories
to the factors frani selected factor analyses.

CIl...ilication IV-n.. Th-~lone O".ley slto-c Kude, Cuillod et al.
1. set-e mcii tie i Poo,gl WplFi,, penplt- SocicI f,ice Social vvellar.

admnlra~c pli'll
Cregaroos vs.

lsola.ted

It. Eutic, Ct vco s s people liutine% Business Persuasive business
Contac t itilted contact

Ill. Otganiiation Adcnn,#,,t,nvs. siiness Dctmnet Bos.ti- Cletical BusinessM Esocial welfate tail systemt
CPA Conmputational Cletical

IV. technology Scientic vs. Science Technical Things vs. Scientific Scientilic
tiiriiy people

Isiatod v, Mechanical Mechsnical
Bggt oo Computational

V. Outdon, Act.ce c Outdoor Physical drive.........j nvethal Ptelne-ce for -

VI. Sciece Scienll(,c cs, Scientce Technical Thing, cs. Scientific Scientific
distilcy people

VIl. eeatVethA .i. tangcage tui+hi language tetity Cultutal

V11I. Acts mod I[isplin v, language VchAf language Att1i,c Aeithelic iession
En,f-am,nt scienlilc fti li Atslhct.r afptv'ciallon

Liletaty Cultural
Phytic at dtioe in %nme

aclice vs. sethal

*C~ri te w t th pe-rmot intn

interests Structure. As mentioned, the interest inventory played a
large part in the research Into the structure of Interests, principally
throtigi faictor analysis of these early I.,ventorles. Investigations by
researchers such as Thllrstone in the early 1930c; and Strong (1943) were
followed tip by others including a major factor analysis by Guilford,
Christianson, Bond, and Sutton (1954). The results of several of these
efforts have been presented by Roe (1956) in terms of her own classification
and ire shown In Table 2.3. It can be seen that despite quite different
investigations by several authors over twenty-pius years, there is --

striking correspondence in the results. In addition, Roe's (1956)
classification of eight categories of vocational interests was found to
have a circular arrangement, an idea that was a precursor to the develop-
ment by Holland (1966, 1973) of a hexagonal model of interests.

Holland (1973) summarizes his model as follows:

1) In our culture, most persons; can be categorized as one of
six types: realistic, Investigative, artistic, social,
enterprising or conventional.

2) There are six kinds (if environlMenis: realistic, investigative,
artistic, social, enterprising or conventional.

3) People search for environments that will let them exercise
their skills and abilities, express their attitude and
va lues, and take on agreeable prob lems and roles.
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4) A person's behavior is determined by an interaction between PF
his personality and the characteristics of his environment.

N The relationships among the six types and environments can be
illustrated by a hexagon as diagrammed below:

REAL -.46 INT

.16

.30
.36 .34

311.34

.. 16

CONy ART

Source: tiolland. i.L.. WThitney. D.R.. Cole. N.S.. and Rkhard%. J.M.. Jr. An
empirical occupational clastlicataon deritved frorn theory ot perwnatgty and
intended for practice and rescarih. ACT Rcecatch Report No. 29. Iowva City:.'
The Amnerican Colieg Testing Plopamn. 1969. Repr inted with per-
Lllssion.

Figure 1. A hexagonal model for defining the Psychological
resemblances among types anid environments and their interactions.

At thiti1);Il 1iol land1( refers to his model as one of personal ity, it has beetn
investigated almost exclusively in the Interests literature. Two recent
large scale reviews (Walshi, 1979; H~ol land, Miagoon arid Spokane, 1981)
report that over three hundred empirical stuid ls regardinog the theory
have been conducted arid thsat the basic person-environment typology has

r ~beetn strongly sutppo rted . In add it ion, thet model has been widely a ppliled
for such purposes as foc~islng interest inventory construct ion and vocational
Pit i dantce . It does a ppear t hat hloI land' s modle I stif f ers f romt such weaknesses
as I gnor Ing occutpatifonal lIevelI and would ( benief it f rom greate r spec Ificit y
of cttroct s, bitt overal It muist be considered aoq -t lImong the Most successful
conceptual Izat tllus of a domain within the psychological literature.

12
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A related but less well-known theory of vocational behavior is called

the Theory of Work Adjustment (TWA) (lawis, Lofquist and Weiss, 1968).
Also based on the idea of person-enviroment fit, the TWA postulates

that there are individual differences in vocat lonal needs such as for
" security or recognition. In order to maximize job satisfaction and

tenure, these needs should be matched with tle occupational reinforcers ".-.
that are available in the work environment. The empirical research '

underlying the theory Is impressive as Holland, Magoon, and Spokane (1981)
write: "The Mlinnesota work (TWA) is one of only a few programmatic
efforts to comprehend a major element of vocational life. Both practitioners
and researchers can benefit from a reading of perhaps the most analytical
and hard-headed analysis of person-job Interactions" (p. 297).

Valtidity. The criterion-related val idity of interest inventories had not
been systematically and comprehensively summarized before the Barge and
Hough (1983a) review was undertaken. 'fills review surveyed the results of
over 100 independent studies and will again be summarized by criterion
category. Perhaps the most frequently and completely documented relationship
within this literature Is that between interests and occupational membership
(tenure in an occupation). This relationship has been demonstrated in the
following ways: I) Scores on the occupational scales of interest inventories
generally differ by about two standard deviations between members of that
occupation and people in general; 2) members of an occupation typically score 2 1/2
standard deviations higher on their own scale than on other occupational
scales; and 3) the hit rate, or percentage of people who have a "good"
(NcArthur, 1954) correspondence between their interest scores and the
occupation they ultimately enter, is approximately 50%.

The confluence of this evidence, taken together with the fact that
many of these predictive studies Included follow-up periods of up to
twenty years, provides striking support for the predictiveness and
stability of vocational interests. It also has profound implications

for personnel reliability. Since at least 50% of people continue over many
years In occupations that are highly associated with their measured interests,
then interests have been demonstrated to be a powerful tool in predicting
which job applicants are likely to be satisfied and stable employees in
a given Job or Jobs. In addition, Interests are useful predictors of a range
of other criteria.

Correlational results for these remaining criterion categories are shown
In Table 2.4. Note that for training proficiency, job involvement/
satisfaction, and job proficiency, the median validities are nearly all
In the mid-.20s to low .30s. This suggests that vocational interests
are clearly related to nearly all aspects of work behaviors. In addition,
these results are based on quite a large number of studies and substantial
sample sizes, suggesting a good degree of conf, 'once.

13
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Table 2.4. Median criterion-related coefficients

for vocational interest predictors.

CrIterlon Cateogry "_RAINIi(; PROFICIENCY JOB INEOI.VEENT .... JOB PROFICIENCY

flh.ect Ive Suhjective Course Job l-nli -n t 7- -- - -,

Criterion Sub-Cateogry Measures Measures Completion Satisfaction Turnover Ratings Production

Number of Studiea 2 3 18 3 t1 3

Median Correlation

Overall .17 .35 .28 .31 .29 .20 .33

Predictive .1 .35 .28 .23 .29 .20 .33

Concurrent .33 .25

Correlation Range .02-.43 .28-.41 .23-.42 .01-.62 .19-.29 .O1-.40 .24-.53

N Range 53-3505 27-373 355-4502 25-18,207 125-789 50-2400 37-195

Median i1 751 200 593 501 520 464 116

Summary. Individual differences in interests are among the most stable

personal characteristics found in human behavior. In fact, Campbell

(1971) reports that after age twenty-five, people's interests change

very little. lie supports this assertion by presenting the interest

Inventory profiles of several groups for test-retest periods of up to
thirty-eight years and noting their striking similarities over time.
Perhaps because of this remarkable stability, interest inventories are

able to predict an individual's occupational membership over long periods.

These inventories are also able to predict most other job-related criteria

including job satisfaction and performance in training.

Therefore, in terms of personnel reliability, an individual's interests
are of clear importance. An employee who works on a Job that is to

his/her Interest is more likely to be satisfied, to perform consistently,
and to stay In that occupation for lengthy periods. Also, such an
employee is presumably easier to motivate and less susceptible to such

behaviors as absenteeism or Irritation with the work itself. The final -

non-cognitive topic area to be discussed is also related to personnel
reliability but the relationship is more direct since it considers the

frequency of qimilar behavior in the past.

14 ]4 •"
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Biographical Data

Perhaps thle most common axiom applied to attempts to understand human
behavior is that plast behavior is tile best predictor of future behavior.
Examples of this are so cormonplace In everyday life that It is difficult
to envision a situation in which behavior would be predicted that had
no analogue in previous behavior. Further, thle quality of this prediction
Is thought to be a function of the degree of correspondence between the past
behavior and thle future behavior. An excellent example of this rationale
Is thle relationship between grade point average In high school (past behavior)
and in college (future behavior). Since they share many common components
such as study habits, aptitude, arid academic interest, there is a high degree

of correspondence between thle predictor space and thle criterion space.
Thus, one would expect to observe a high degree of relationship in the
two grade point averages, an expectation that has been repeatedly
confirmed (Freeberg, 1967). Also, to the extent that the predictor
space differs from thle criterion space, thle observed relationship
is expected to be lower.

B jodata St ructure. Hist or icall y, much (if t he effort within thle biodata
doma in has proceeded wit h I itt le or no consideration of tile basic

Boimensions of Iographical Information. Instead, thle emphasis in this
area has largelIy been onl 1)1 10(1y" vmiIrica I pred iction of criteria.
rA pthe t exceptomn to this trend, however, has been the work of
en andIris coil eaguehawho on t bass of several factor analyses

Owmens lit ts coarIe wh cm oplac tine rya beta ti ifiut","

over a 10-year pertorI, have concluded that the following orftors appear
to represent the biodata domain:

Ma Ihes f Females

Wa mth of Par en Reladt iship Warmth of Mt sernah Relast ioshiap
flit c-I Iecta bs Soci al Leadership
Achadbic Apitiuevemeidt Academic Arthevement
S c oeasp flidt roers ion te Pareita Control vs. Freedom
Sc lent ifnic interest nutt turat -Li terary Inerests
Soc Ioec oneomitc Stats9 Sc l. ent Itf I tc e nredsct
Aggr ess I venersI dependence Socoeconomic Status
Pdarntal Control vs. Freedom Express ion of Negatlye Emotions
Pol h. e Aceadedi c Att titude Ath hlet ic Parti i pat Ion
S l m ing Fr Igc tpI otf Fetel hips of Sociali Inadequacy
Rea - lrIgls Acot ivdI t y Ad iristmnrrt

to At iet ic Interest Popdailarity With Opposite Sex
Soclal Desirability Poltlye Academic Alt itude

Wartith of Patornal Relationship

Social Matdority
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1 le genlera Iizabi I Iit y a nd tempo ra I stab I)1 Iit y of th Is factor structure
has been supported furt her by work by Eberhard t and 11oehinsky (1982)
and liner and Owens (1982) , alt hought more strongly for matles than
f femalIes.

* Owens (1968) hias also formulated a c-onceptual model that chiaracter izes
bow h lograph [cal Information might be used fin gaining further under-
st andinlg int o behavioral (level opmen t and predict ion.

1This model , termed the ([evelI opment- Integrative model, is shown below:

Concurrent Data L It defined
sbccs--------------rFuture Data 4, College Years

AFeedba-k definition'-.

X2

Total X~,, ~eimentls and Field
Snole x P stde in Psychology
loll q ven arndi the Bphoviofal

L0). X5 ." Sciences

tt-toric Data
ISs xM Feedhack definition -

- i- 'nformaitionl E ol subgroups --

Figure 2. The development-lntegrat lye model.

(Reprinted withl permission.)

- Pa-s lea [lv, the model fost ers the dlevelopment of relatively homogeneous
* slihlgtoiips of people thait are based onl the subgroup mcembers' similarity -

InII life hlistory (blodata) as well as other eliaracteristiles. When these.
solig roIips hayve been well -dlef inedl throuigh Cl el d anrd experiment al studites,

lhen (-e; tIosIaII eaist I be maide about the behavior of members of a
sclhproiup and alIso, aboit newly assessed indivi[duals onl the basis of their
cc m I[IartI ty to asu rup

I ( I j A\ I t muchl ais mwi oote elte st il toreP of the b loda ta doma In
has, iece IV( t. tI 14 it e t ettt [on re, [at lye t o othier doma Int lie cr Iter Ion-related
valI idIt V of 1) 1),,,"11 cllea InfoT InT1, lit) Isq among the best aosoi-lfated with

acuv pred Ic tccr ;ireaI. -ws tw c (Aosevnt Ionsl may in) fart be related,
snea lfe [[hsIlt ev, 4 I o(n pertalnsz tic many personal uharac ter1st ics

Slui t~io v. 1 he refcre, t I( fi Ie IIstorv event woluld( I I ke Iv be
* I I I(1 1ci1 t. ti I a os C v aee (IcdfIti tic sic(rnoe ,otieptuial I tfitire t e, but woculd (

* al sctend to 1e 11le llv pcredc iv le (if S:l arcimplex behavIo)r fIn a related
5" tltat [ccii1. [Iw i. Itt I I I('- rela t eh valI Id It ie.. c L thesev [cred hiet Ions a re

A 1III ( cI lsiil ,;e cI [v crl o tvr hutl ea;t egor V.
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Table 2.5. Median criterion-related validity coefficients
for biodata predictors.

Median Range Number Median Range of

Correlations of of Sample Sample

!veral) Predictive Concurrent Correlations Studies Size Size

111ainnp.Criter in

Objective leasures .23 .38 .07 .0-.59 7 519 114-7929

Subjective Measures .33 .33 --- .11-.47 2 1036 140-2212

Combination .11 .11 --- .01-,47 2 151 134-168

Course Completion .25 .28 .25 .OO-,55 9 438 115-4502

Overall .25 .11-,33 20 679 151-1036

Job Involvement

Absenteeism 6
Turnover .25 .25 .33 .00-.60 i5 702 105-20,000+

Tenure .32 .31 .56 .05-.74 18 150 74-14,73"

Job Proficiency

Rat ings & Rankings .32 .18 .38 .00-.60 27 294 100-3964

Archival Production .31 .20 .42 .00-.70 10 Boo 100-12,453

Job Adjustment

Substsnce Abuse .26 --- .26 .16-,39 1 2043 2043

Delinquency .20 .14 .33 .00-.63 3 134 100-6185

Unfavorable Discharge .27 .27 --- .07-.36 2 l0,f56 6455-15.252

Table 2.5, which is from the review by Barge and Hough (1983b), summarizes
the results of nearly 100 independent correlational studies of the
relationship between biodata items and job criteria. With regard to the
first criterion category of training proficiency, the median validities
are around the mid .20s to low .30s, and except for the two studies
using combination criteria, the sample sizes are quite good. Similar
levels of validity are found in the Job involvement and job proficiency
studies, illustrating not only the robustness of these findings, but
also that the preponderance of investigation has been with these two
criterion areas. Finally, the job adjustment category shows correlations
in the mid to low .20s, although it includes only six investigations. .

Summary. The validity levels found by the nearly 100 studies summarized
in this review show that biographical data, like vocational interests,
have a consistent and stable relationship with a range of job criteria.
Median validities generally were in the mid .20s to low .30s, although
individual studies reported values ranging from .00 to .70. The over-
whelming majority of the studies used job involvement and job proficiency
as criteria, but training proficiency was also utilized in twenty studies.
Only six studies looked at blodata's relationship with job adjustment
criteria, the category in which personality obtained its best predictive
power. Nevertheless, it seems likely that just as past behaviors are
good predictors of future job proficiency, so they are of future job
adjustment.

17
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Integration -The Person

.4.

This relatively brief overview of the characteristics of the person has

attempted to show the way in which various traits have been structured
and also how they relate to job behaviors of interest. As these characteristics
have been discussed, it is apparent that the person can be viewed from a
number of different perspectives such as through their unique personality,
interests, or prior behavior and experiences. These perspectives are
distinct but also inter-related. Further, these perspectives have been
investigated differently and to differing degrees.

Therefore, in order to optimally select for and monitor reliable per-
formance, each of the areas discussed should be utilized. Personality
characteristics are highly related to an individual's job adjustment
and how likely that person is to engage in substance abuse, delinquency,
or other unreliable and dischargeable behaviors. Vocational interests
are among the most stable of personal characteristics and predict an
individual's occupational membership over long periods of time. Finally,
biodata is the best of the three at predicting job proficiency criteria,
and like vocational interests, is related to all other job aspects
as well. Thus, each of the areas is different and each is also com-
plementary in providing a well-rounded and useful view of the person. hI
As argued in the introduction, however, the person is only one aspect
of the interaction that produces behavior. :%

18
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CHAPTER 3

TIE ENVIRONMEN'

In tile introduction to this report, It was pointed out that the environment
has traditionally received less research than has tile person. It was
also noted that more recently research regarding the environment has
experienced something of an upsurge. This greater appreciation of the
importance of environmental effects for behavior has been accompanied by
a desire to make more manageable the complexity and number of environmental
variables under study. Therefore, in order to impose some structure on
this area, we will first discuss the various taxonomies that have been
proposed to classify environmental effects.

Taxonomies of the Environment

The environment in which humans function is extremely complex, far too
complex to be envisioned as one monolithic stimulus that forms tile basis
for stimulus-response behavior. Thus, environmental taxonomies provide a
more fine-grained structure of environmental variables, as well as
organizing these variables into reasonably distinct categories. Through
such taxonomic effort, the situational characteristics that facilitate
or constrain behavior should be more clearly pinpointed. Among the
first of these efforts was that of Hlenry Murray (1938). 'urray described
the environment in terms of the "press" that Influence which behaviors
are most likely to occur. He also drew an important distinction between
the factors In the objective environment (alpha press) and the factors

-* .In the individual's perception of that environment (beta press). Since
these two may be quite different, the distinction remains very important V
for such endeavors as job redesign or changing an organization's culture.
Murray's taxonomy, however, was of a highly clinical nature and appears
to apply more to the environments of his psychotierapy clients than to
more typical and generalized environments.

A second significant effort toward characterizing tile environment came
from the work of Sells (1963). Compared to that of Murray, Sells'
taxonomy appears both more comprehensive and less clinically oriented.
The taxonomy, which is shown below, is often cited as among the best
early efforts in this area and a useful scheme for guiding later
conceptions of the environment.

Sells (1963)

Natural. aspects of environment
Gravity
Weather
Terrain
Natural resources

19
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Nan-made aspects of environment,.
Social organization
Social institutions
Social norms

Description of task-problem, situation and setting
Focal task situation
Individual's relation to situation
Other persons
Physical characteristics

Externally referenced individual characteristics
Biologically defined factors
Socially defined factors

Relatively referenced individual characteristics
Togetherness situat ions
Group sittuations

*"- A third major development in categorizing the environment was an outline
developed bv Moos (1973). Since Moos' taxonomy has been perhaps the
most widely accepted and also because it is well-delineated and documented,

. it is described in somewhat more detail. Moos (1973) lists six major
methods by which characteristics of environments have been related to .
indices of human functioning:

1.i Ecological dimensions which include both geographical-meteoro-
logical and architectural-physical design variables; """"

2. Behavior settings that examine both molar behavior and the
ecological context in which it occurs (cf. Barker, 1968);

3. Dimensions of organizational structure such as size and control
structure;

4. Personal and behavioral characteristics of the mileau inhabitants
that define the environment's characteristics;

5. Psychosocial characteristics and organizational climate including
relationship, personal development, and system dimensions;

6. Functional or reinforcement properties of environments that
influence behavior through the reward contingencies available.

It can be seen that Moos' six categories are non-exclusive, overlapping,
and mutually interrelated. Nevertheless, the scheme does impose a
certain order upon the plethora of environmental variables, and is
helpful in focusing attention upon the most relevant aspects of the
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environment for a particular purpose. Next, the remaining seven taxonomies

will be presented and briefly discussed. Where appropriate, their
relationship with the Moos' categories will be discussed. sena'cmoe

One well-researched taxonomy of the environment that closely fits a Moos
category is that of the Theory of Work Adjustment (Dawis, Lofquist, &

Weiss, 1968). In this approach, the work environment is seen as composed

of a set of stimulus conditions that serve as reinforcers for people in
that environment. A listing of 21 such reinforcers has been developed,
and a job or environment may be characterized in terms of its relationship

to each reinforcer in what is called an occupational reinforcer pattern.

The taxonomy, which is listed below, corresponds closely to Moos' Category
6.

Theory of Work Adjustment (1968)

Occupational Reinforcers

Ability Utilization Recognition

Achievement Responsibility 3
Activity Security

Advancement Social Service
Authority Social Status

Company Pol icies Supervision-human relations

Cornlpensa t ion Supervision-technical

Co-workers Variety
Creativity Working Conditions

Independence Autonomy
Moral Values

Another well-researched environmental characterization stems from work
by Insel and Moos (1974). Through extensive study of eight different

environments (psychiatric wards, community psychiatric treatment programs,

correctional institutions, military basic training, university student
residences, junior and senior high school classrooms, work environments,
and social, therapeutic and decision-making groups), three broad categories
were developed, along with 17 sub-dimensions. Further, Insel and Moos
(1974) analyzed environmental inventories developed by eight other

investigators and found that their three broad categories could reasonably
and adequately account for the environmental dimensions in these

instruments. The Insel and Moos (1974) taxonomy is given below.

L Insel & Noos (1974)

Relat ionship
Involvement-aff il iati!on
Sp o ntaneoi t y -e xp)r essiv e nes s
Support
Cohesiveness
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Personal Development i-
Autonomy-Independence
Practical Orientation
Personal problem orientation
Anger and Aggression

-' Competition
Intellectuality
Traditional social orientation

* System maintenance and system change
Order and organization
Clarity
Control
Physical comfort
Work pressure
Innovat ion

*As a companion to the Insel and Moos taxonomy, IMoos (1981) has published
the Work Environment Scale (WES) in order to measure the psychosocial
environments (Moos Category 5) of different types of work settings.

* Although the WES scales differ slightly from the dimensions of the
* Insel and Moos taxonomy, they are quite similar as shown below.

Work Environment Scale (1981)

Relationship Dimensions -

1. Involvement -~-

2. Peer Cohiens ion
3. Supervisor Support i~
Personal Growth Dimensions

*4. Autonomy
*5. Task Orientation

6. Work Pressure

System Itaintenance and System Change Dimensions

7. Clarity
8. Control
9. 1 liIIova t ion
10. Phiys ical C.omfort

The remaining taxonomies are similar to thle WES and reflect thle increasing
current emphas is onl the perce ived and psycliosoci I environment, similar
to what Murray had termed "beta press" niearl y 50 years ago. These

*oef forts appear to center aroulnd thle importance of thle organizational
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climate and tie perception of the environment's constraints. In so

doing, they tend to draw from several of Moos' six categories while

simultaneously focusing on the impact of the environment for the individual's

work performance. They are thus very much taxonomies of the work environ-

ments as opposed to a more general environment.

Peters, O'Connor, & Rudolf (1980)

Job-related tiformation
Tool s and equipment
*Haterials and supplies
Budgetary support

Required services and help from others

Task preparation
Time availability
Physical environment

Dunnette (1983)

Time Spant of Discretion
Cognitive workload
Social workload
Physical workload
Physical environment
Reinforcing Properties of Job or Work Place

Authority relationships (upward) -_ -.

Authority relationships (downward)
Role conflicts
Seriousness of consequences of ineffective performance

Borman, Roberson, & Rose (1984)

Opportunity to gain/maintain Job skill

Tools/Equipment/Resources
Workload/Time
Perceived Job importance Constraints

Physical working conditions

Job relevant authority

Ability utilization
Job change

Discipline
Recogni Ition/rewards . -

Sensitivity/Support-Personal Climate

Sensitivity/Support-Job related J
Leader or Peer Role Models
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Schneider (1984)

PRODUCTION 1. Job uncertainty (frequency of exceptions included)
ISSUES 2. Task structure (including rules and procedures

for doing task)
3. Task involvement

MAINTENANCE 4. Equipment (availability, appropriateness,

ISSUES maintenance)

5. Personnel (training)
6. Physical Environment
7. Socialization
8. Rewards

LMANAGERIAL 9. Goal clarity/conflict/level
ISSUES 10. Rules and Procedures

11. Intergroup Coordination
12. Workload

13. Feedback

SUPPORT 14. Information availability/accuracy
15. Interunit cooperation

Over the past several pages, ten differing taxonomies of the environment
have been presented, taxonomies that differ in both scope and focus.
In order to synthesize from these previous efforts an environmental
taxonomy that was comprehensive, but yet focused on the most important
elements of the work environment, the six categories proposed by Moos
(1973) were again reviewed. As part of the present review, a new
taxonomy was developed around the following three categories: organizational
structure, functional or reinforcement properties, and psychosocial

.- characteristics/organizational climate. The remaining three Hoos dimensions
were de-emphasized, since their relevant characteristics were highly
redundant with sub-dimensions of the categories included or else were not
relevant to the typical work environment. For example, the ecological dimensions
such as weather and topography are not very relevant to the vast majority
of work environments and to the extent that they are, the dimension is
addressed by the reinforcement properties of "physical comfort." The
new synthesized taxonomy is shown below.

I. Psychosocial Characteristics/Organizational Climate

A. Relationship Dimensions

1. Involvement
2. Peer Cohesion
3. Supervisor Support

24
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B. Personal Growth Dimensions

1. Autonomy
2. Task Orientation

3. Work Pressure

C. System Maintenance and System Change

1. Clarity

2. Control
3. Innovat ion
4. Physical comfort

II. Reinforcement Properties

A. Achievement

B. Safety

C. Comfort

D. Status

E. Altruism

F. Autonomy

III. Organizational Structure/Constraints

A. Structure

1. Size of organization
2. Centralization
3. Organizational levels

4. Line and staff hierarchies
5. Span of control
6. Shape: tall or flat
7. Size of unit

B. Constraints
1. (ognit ive workload
2. Social workload

3 Phvsical workload
4. AvaiilabilIty of information

5. Availlbility of equipment and supplies
6. Ava ilability of help from others
7. Availabi Iity of training;/skill maintenance
8. lot) change

9. Job uncertainty
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As ment ioned, the taxonomy has three main parts, each corresponding
to a Hoos category. The first category, psychosocial characteristics/
organizat ional climate, Is ident ical to the dimensions of the Work
Environment Scale (1981) that was ment toned earl ter and is based on-
extensive empirical investigation by Hoos and his colleagues at Stanford
University. This category also has the advantage of being subdivided into
the three more general dimensions: relationship, personal growth,
and system maintenance and system change. Inset and Moos (1974) have

shown these to reasonably and adequately account for all aspects of
organizational climate, and have further shown the striking correspondence
between these dimensions and those of other investigators such as
Stern (1970).

The second main category, reinforcement properties, Includes six sub-

dimensions that were derived from clustering the Theory of Work Adjustment
occupational reinforcers (Dawls, Lofquist, Henly, & Rounds, 1979/1982).
These broader reinforcement dimensions are based on the following clusters

of the 21 occupational reinforcers:

I. Achievement: Includes Authority and Achievement
2. Safety: Company Policies, Supervision - Iluman Relations,

and Supervision - Technical
3. Comfort: Activity, Variety, Independence, Compensation,

Security, and Working Conditions
Status: Advancement, Recognition, Authority, arid Social Status

5. Altruism: Co-workers, Moral Values, and Social Service
6. Autonomy: Responsibility, Creativity and Autonomy

'The third category in the taxonomy, organizational structure/constraints,
is synthesized from several sources. The structural dimensions are

derived from an extensive review of the literature by Porter and
l.awler (1965) in which they concluded that these seven dimensions
are the Important structural characteristics on which organizational
environments differ. The environmental constraints are synthesized
from the taxonomies of Peters, O'Connor, and Rudolf (1980), l)unnette
(1983), Borman, Roberson, and Rose (1984), and Schneider (1984). The
inine constraint dimensions appear to be the common factors from these
taxonomies that adversely affect an individual's capacity to perform
the job in an optimal manner.

To summarize, a total of 10 environmental taxonomies that focused on
different aspects of all possible environments were examined In order

* to synthesize a relevant yet comprehensive work environment taxonomy.
The new taxonomy Includes three principal categories as well as numerous
sub-dimensions. The work environment climate, its reinforcing properties,
its structure, and Its constraints are all included in order to optimally
account for the environment's effects on work performance. Finally, .-
since the new taxonomy is based on extensive empirical research and the
best and most current conceptual izations of the environment, it can be
expected to comprehensively and accurately apply to a wide range of jobs.

26

: - ~~~... .. .-........................ ... - - . . .. ... . . . . . . .-..- . -- _ . - . .,- ' ',. - . :- -. _-- ..- _



71nI j _-: - 7-V . 2' ~ k

Environmental Effects

The preceding discussion of environmental taxonomies has illustrated the
vast number of environmental variables, and the myriad of ways in which
the environment can be conceptualized. Because this array of variables
is so large and also because research into environmental effects is .

still somewhat In its infancy, many variables have received little or no
research attention. Therefore, three broad classes of environmental
variables are discussed in the following section, representing each of
the three main categories in the environmental taxonomy. In addition,
the effects of more specific environmental variables are discussed in
Chapter IV as they apply to the process of stress.

Culture. Currently, one of the most visible areas in the literature on
organizational effectiveness has to do with the impact of an organiza-
tijon's Culture (or climate) on its employees' behavior. Culture refers
to the shared values and guiding concepts of an organization in its day-
to-day operation. As such, the term "culture" is nearly synonymous with
the psychosocial aspects of the work environment in Section I of the
proposed environmental taxonomy. Culture thus includes the employees'
relationships with others, the opportunity for personal growth, and the -

manner in which the organization is maintained or changing.

(hne of the best known books to investigate the topic of organizational
culture is "In Search of Excellence" by Peters and Waterman (1982). In
these authors' enquiry into the psychosocial environments that are
promulgated by America's best run corporations, a number of parallels
were found. The following is a sampling of the kinds of environments
that apparently do most to foster involvement and high performance on
the job. Because the evidence cited is somewhat anecdotal, however,- --

these relationships might best be thought of in heuristic form. -

First, an organization that is productive is one that is disposed to-
wards action. In order to perform effectively and remain satisfied,
workers need to feel that they are not stagnant, that they cam act
rapidly to meet changing demands. Similar to this is an emphasis on
employee autonomy, an atmosphere that encourages the sho~wing of initiative.
A second heuristic that applies to developing an eff( tie working
environ ment involves treating organization members as individuals,-
adul ts, evi n members of the family. It is through such action that peer
cohesion and job involvement occur, which then engender more of the
same. Finally, the environment should be characterized by a clear set
of goals, goals that are stable yet simple enough not to be diluted.
These goals foster a sense of clarity and control for members of the
organization, and give them a feeling of security and meaning.

Although, as mentioned, the Peters and Waterman (1982) approach is
largely anecdotal, their findings do show that an organization's culture
can exert a powerful Influence on the way In which its employees behave. . .

Presumably, if companies that did not encourage such an environment were
investigated, reliability of performance would be much more of a problem..-
Future more rigorous research on the effects of various psychosocial
environments Is clearly needed, however, in order to support this assertion.
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Reinforcement Properties. Although there is overlap between the psychosocial

environment and the reinforcers present in the environment, reinforcement

properties are distinct in that they are often more explicitly associated . -.

with the satisfaction of an individual's vocational needs. In other

words, a set of reinforcers are those aspects in a job that may satisfy

one individual's nceds but not another's; thus, there is not one optimal

environment. How optimal the environment is in fostering satisfaction

and reliable performance depends upon how closely it corresponds to the

Individuals who are working in it. This idea, which reflects the basis

of the concept of Interactionism, is also the heart of the Theory of

Work Adjustment (TWA; Dawis, Lofquist, & Weiss, 1968).

The TWA, which was mentioned in Chapter II in regard to vocational
needs, specifies a procedure for assessing the reinforcers in the environ-
ment through an Occupational Reinforcer Pattern (ORP). This pattern
Includes the twenty-one reinforcers that were given earlier in the
discussion of environmental taxonomles. In order to determine the
levels of these reinforcers in a given job, ratings are made by job
experts as to the relative presence or absence of each reinforcer. The
resulting ORP can then be used in conjunction with vocational needs to

make predictions about how satisfied and satisfactory a worker is likely - .
to be in this work environment.

Rounds (1981) has reviewed the results of eleven studies from the period

1968 to 1981 that investigated the relationship between need-reinforcer

correspondence and job satisfaction. lie draws the following conclusions:

1) Need-reinforcer correspondence indices have been found to have a -

consistent, significant relationship with job satisfaction. 2) The re-

lationship between correspondence and job satisfaction ranges from .18

to .42 with the use of a profile shape index. 3) Studies using a longitudinal

design have resulted in the best predictions of job satisfaction. This
last finding suggests that environmental reinforcers are most effective
when followed over extended periods of time. Thus, such factors as the

status or security of a job represent rather enduring qualities that
have consistent importance to an employee. It also seems likely that
these factors increase performance reliability as well as job satisfaction,

although this has not been empirically investigated.

Organizational Structure. The final section of our environmental taxonomy
deals with organizational structure and constraints, but since a number
of the constraints are discussed in Chapter IV, we focus here only on
structure. Each of the seven aspects of organizational structure will
be described and their effect on worker behavior summarized. The first
organizational property, total size, is distinguished by its scope from
a later property, size of work unit. Often this distinction has not
been made in the literature (Porter & Lawler, 1965), yet the two variables

could easily lead to totally different outcomes. Very little research
has examined the effects of total size and results are somewhat conflict-

ing. Some evidence suggests that large organizations have lower morale

than small ones, but the relationship is not strong. By contrast, the
findings are quite clear that larger work sub-units have lower Job 71

satisfaction, and higher absenteeism, turnover, and numbers of disputes
than their smaller counterparts. Thus, although size may have some
negative effect at the organizational level, it is a much more important
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variable as it relates to sub-units (Payne & Mansfield, 1973).

With regard to the organizational level at which an individual works,
studies apparently agree that those at higher levels are generally more
satisfied and Involved than those at lower levels, a rather predictable
finding. The evidence Is less clear, however, on the effect of working
In a line or a staff position. It appears that line personnel, who are
more in the direct chain of command, have higher job satisfaction and
lower turnover than staff workers, who are primarily specialists and in
auxiliary functions.- This relationship Is often affected by other
factors though, a situation that also makes it difficult to draw any
conclusions about the effect of span of control. Such factors as the
type of production of the organization appear to moderate these relation-
ships In complex ways, and thus the limited amount of research is Insuf-
ficient to justify generalizations about these two organizational proper-
ties (Porter & Lawler, 1965).

The two final aspects of organizational structure to be discussed are
perhaps the best known. Both degree of centralization and organizational
shape are variables that have generated a lot of speculation and some
research since Alfred Sloan at General Motors first popularized the move
to decentralization (Chandler, 1956). Fantastic claims have been made
for the flat, decentralized organization, including better decision-
making, higher job satisfaction, and improved performance. The empirical
research, however, is more cautious In its conclusions. It does appear
that flat organizations are preferable to tall when the size of the
company Is small, but this advantage may be reversed in a larger firm.
With regard to centralization, generalized effects are also somewhat
unclear. Again, the particular type of organization under consideration
has much to do with the optimal level of centralization for it. Size,
market, and other organizational factors can each affect the final

results obtained.

Summary. The preceding discussion of organizational environments contains

rather heuristic flavor, a depiction of the topic in somewhat general
and conditional terms. This description is also true of the literature
(in which the discussion is based. It appears that the research in this
area, much of which is relatively recent, has been largely unable to
disentangle the complexity of variables associated with the environment.
As a result, the findings that are available are either vague and highly
general or else characterized by weak relationships that have numerous
qualifiers or exceptions. No doubt the reason for this state of affairs
is, at least in part, a lack of understanding of how environmental
variables are related to each other, a problem that then limits learning
about their relationship to beha.ior. In addition, people differ dramatically
In their perception of the same environment, and also in the aspects of
the environment to which they choose to attend. Nevertheless, some
rather tentative statements can he made about the kind of work environment
that seems to contribute to reliable performance.

With respect to organizational cit' Yo, the environment should be one
that allows workers to take actio, .d qhow Initiative, it should treat
workers as I nd ivi dua Is wor t hy of t it i id re spect , aid It shou Id be
driven by goals that are clear, simple, and stable. The reinforcers
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that it offers should correspond closely to the needs of either its
present workers or of the workers that it would like to employ. Also,
its structure should include relatively small sub-units and a level of
centralization that permits autonomy yet does not sacrifice information
flow. This set of conclusions, which are admittedly vague and somewhat
pie-in-the-sky, night best be considered as a set of heuristics, a

* series of statements that appear to be true but have not been (and
perhaps cannot be) proven. In the next chaper, somewhat more rigorous
research is described to illustrate the effects of both the environment
and the person in the process of stress. It will be seen that even
though stress also is poorly understood, it is a variable that nicely
illustrates the interaction in human behavior, particularly in unreliable
behavior.
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CHAPTER 4

STRESS

In previous sections, the impact on behavior of both personal traits and
the environment have been discussed in a somewhat general sense. This
section confines itself to the literature that deals with stress, and - -
examines stress from the interactionist perspective of joint person and .. °
environment effects. The concept of stress is particularly important to
the present discussion since stress has so often been linked with the
reliability of human performance. This relationship may be thought of
in terms very similar to the well-known Yerkes-Dodson law (1908), as
shown below:

Performance
Reliability

The curvilinear relationship illustrates that a certain amount of stress
Is necessary in order to obtain optimal reliability of performance, but
that beyond a threshold, it actually impairs reliability. For example,
a certain amount of stress will likely cause a security guard to be more
vigilant and thus more reliable in his/her performance. If there is too
much stress, however, the guard is likely to be less than optimally
reliable because the stress is competing with his/her capacity to stay
vigilant. Although the above relationship is only one way of concep-
tualizing the impact of stress on performance, it is clear that the
direct and indirect effects of stress are of tremendous importance for
personal and organizational outcomes. To begin our discussion of this
critical area, the stress concept itself is first considered.

The Concept of Stress

The last twenty years or so have seen the emergence of stress as a
central concept in psychological thinking, a concept that has been
studied in many different ways by a wide range of investigators. W.-4
Associated with this heterogeneity of research has been a degree of
conceptual confusion, a lack of consensus on exactly what is meant by

the term "stress" (cf. Sharit & Salvendy, 1982). The concept appears to
be defined in whatever way happis to fit the particular investigator's
framework rather than by refere, e to any ongoing explication of the ..
concept. Nevertheless, certain '.,rmulations are more recognized than [
others.
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Perhaps the first formal definition of stress was that of Cannon who in rP.

1914 used tile term to refer to states resulting from emotional events.
lie subsequently developed what is known as the engineering concept of
stress In which the force impinging on a person is similar to the way in
which weight from automobiles creates pressure on a bridge (Cannon,*
1935). Another well-known formulation has come from the work of Selye

* (cf. 1956), a physician, who considers stress to be the non-specific
physiological responses of the body to any demand. These demands, which

* include both physical and psychological properties of the environment,
are thought to trigger a pattern of physiological adaptation referred to
as the General Adaptation Syndrome. The G.A.S. will be described in

* more detail later in this chapter.

Other conceptualizations of stress have a more psychological flavor.
French, Rodgers, and Cobb (1974) suggest that stress is the result of an

incongruity between a person and the environment. This "misfit" can be
produced in two ways: an incompatibility between a person's knowledges, -

skills, and abilities, and the demands of tie job, or tile failure of the
environment to meet one's needs. Beehr and Newman (1978) postulate that

stress (as related to work) Is a circumstance in which job related
factors interact with the job incumbent to change his/her physiological
and/or psychological condition. This change then results in a deviation
from normal functioning.

A third psychological conception of stress is that of Lazarus (cf.
1980), who considers cognitive appraisals of the situation and coping
mechanisms as important components of stress. According to this view,
an individual continually searches, examines, and evaluates the environ-
ment for cues related to personal well-being. Cues are evaluated on the
basis of how threatening they are, from extremely threatening to benign.
cIf one's abilities are perceived to be exceeded by threatening demands,
stress is experienced. The stress response is inhibited, however, if
the individual's perceived ability is judged at least equal to the task.

A final conceptualization of stress, suggested by Schuler (1982), de-
fines stress as a perceived dynamic state involving uncertainty about
something important. This dynamic state may be related to opportunities
to fulfill important needs and values, constraints that prevent need/
value fulfillment, or environmental demands such as noise, heat, or
toxic chemicals. Like the other psychological formulations, Schuler's
definition adopts the interactionist position in explaining stress as an
outcome of both person and environment.

It can be seen from the above that there is considerable lack of agree-
ment among researcilers as to exactly what stress is. Despite the absence

* of conceptual clarity, however, there is an increasing amount of evidence
linking stress to a number of Important outcomes. It appears that the

* need to use stress-related information outstrips any desire to more
Scprecisely define the concept. As a result, a number of more concrete

indices of stress have been developed and are currently in use in stress
- research. These measures may be grouped in three areas: behavioral,

ndpsychological, and physiological.
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Behavioral Indices of Stress. Behavioral indices are those actions that
are made more likely or frequent by the presence of stress. As mentioned
earlier, stress may have a positive effect on behavior, perhaps by
energizing a somewhat lackadaisical person or situation. It is the
dysfunctional behaviors associated with stress that have received more
attention, howeve,, and these behaviors dominate the listing below:

Performance inefficiency Psychopathy

Errors/accidents Self-destructive behavior
Target (non)detection Sleeping disturbances
Reduced productivity Suicide
Reduced job involvement Deterioration of relationships
Unreliability Drug use
Absenteeism Alcohol use
Attrition Hypervigilance
Withdrawal Impaired decision-making
Sabotage

Psychological Indices of Stress. Unlike behavioral indices, psycho-
logical indicators of stress may not be as readily observable since they
primarily address the inner state of the individual. Perhaps the best
known psychological symptom of stress is anxiety, and forms of psycho-
pathology such as neurotic disorders and psychoses may also be influenced
by stress. As is the case with behavioral indices, several of the
psychological indicators apply primarily to the workplace, and are
indicative of the pressure experienced in modern jobs. A listing of
psychological signs of stress is given below:

Job tension Job-related threat to well-being
Boredom Job (dis)satisfaction
Depression Apathy
Irritability Fatigue
Anxiety Frustration
Resentment Guilt
Neuroticism Shame
Self-confidence (lack of) Temper
Self-esteem (lack of) Moodiness
Burnout Loneliness

Physiological Indices of Stress. Physiological indices of stress are
generally divided into two types of responses: short-term or long-term.
Short-term responses occur immediately after contact with a stressor (or
stress-producing agent), while long-term indicators are associated with
prolonged stress. Listed below are the 31 most frequently used physio-
logical measures of stress, both short and long term:

leadaches Coronary heart disease
Digestive difficulties Brain waves
Eliminative functioning difficulties Serum Lipids
Hyperuricemia Free fatty acids
Gout Serum cholesterol
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Rheumatic disease Serum glucose

Dermatological symptoms Serum uric acid

Diabetes Adrenaline

Ulcers Noradrenaline
Respiratory ailments Cortisol
Skin conductance Amino acids
Respiratory rate Corticosteroids
Hypertension Prolactin
Blood pressure Thyrotropin
Heart rate Growth hormone
Myocardial infarction

Nearly all of these physiological indicators are obtained in one of

three ways: 1) biochemical analysis of blood, urine, and parotid
fluid, 2) examinations of cardiovascular functioning, or 3) electro-

physiological recordings. Of the biochemical indicators, levels of
adrenaline and noradrenaline are among the most often collected since

they provide information concerning arousal and adaptation to stress.
Serum cholesterol and serum lipids have also been studied extensively

,- since they are thought to be precursors of coronary heart disease (cf.

Glass, 1977). Cardiovascular response to stress is most often measured

through pulse rate and blood pressure. Finally, the primary electro-

physiological recordings are the electromyograph (EMG), the galvanic
skin response (GSR), and the electroencephalograph (EEG). These index

respectively the amount of skeletal muscle tension, the change in skin

conductance due to arousal, and the electrical activity (waves) of the

brain.

After considering the number and types of variables that are considered

to be indices of stress, it should be noted that no one variable is

thought to be the best indicator. In fact, Tache and Selye (1978) warn
-* against this very idea, suggesting instead that stress may well be

multifaceted, and that multiple indicators are the best solution to the
measurement of stress levels. In addition, the indicators that are
optimal for a certain situation or question may well be different in
another setting or investigation, again suggesting the utility of multi-

ple indicators.

Models of the Stress Process

Model construction is an important step in stress research for several

reasons. First, a model often provides a better definition of the .-_

concept by suggesting a framework of how the stress process actually -

- takes place. Second, the kinds of stressors that exist and the out-
comes of these stressors are made explicit. Third, a model can propose

factors such as personal characteristics that moderate response to

stress. Finally, coping mechanisms can be suggested as a way of dealing

effectively with high levels of stress.

Selye's General Adaptation Syndrome (G.A.S.). One of the first and
best-known models of the stress process was developed by Dr. Hans Selye
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during efforts to discover a new sex hormone. As mentioned earlier,
Selye considers stress to be non-specific physiological responses of the
body to any demand, a definition that stemmed originally from his re-
search with rats. Selye observed that when rats were subjected to
conditions such as extreme thermal stimuli, injections of organ extracts,
or forced muscular activity, the rats displayed a consistent set of
changes. This "triad of morphological changes" (Selye, 1956) consisted
of adrenal cortical enlargement, thymic atrophy, and gastro-intestinal
lesions, and was considered to be due to the initial component of what
Selye (1956) referred to as the General Adaptation Syndrome (G.A.S.).

The G.A.S., which can be understood through reference to Figure 4.1, is
a three-stage response of the body to demanding (or stressful) stimuli.
The initial phase, the alarm reaction, is a general "call-to-arms" that
includes decreased metabolism and blood pressure, as well as enlargement
of the brain's adrenal cortex and increased secretion of corticoid
hormones. The arousal of this first stage results from a series of
neurophysiological changes initiated by the hypothalamus, that are
thought to prepare the body for "fight or flight." Since the organism
cannot remain in the alarm stage indefinitely, it will usually deal with
prolonged stress by entering stage two - resistance. The resistance
stage refers to a specialized adaptation. During this phase, it is
thought that the bodily system most capable of dealing with the stressor
predominates. Resistance, however, can result in certain costs to the
body, such as depletion of corticoid-containing lipid storage material.
Since defenses are mobilized to fight a particular stressor, resistance
to others - particularly infectious agents - will be lowered. Thus,
"diseases of adaptation" may occur during this stage (Selye, 1956).

If the stressor continues, the final phase of the G.A.S. - exhaustion -

could be realized. It is hypothesized that this stage is characterized
by a general debilitation of the organism due to its failure to
deal effectively with the stressor. The most extreme outcome of this
failure (and the exhaustion phase) is death. Adaptability to stress
appears to be a limited quantity that can be partially restored through
sleep and rest, but that ultimately accumulates to constitute the signs
of aging (Selye, 1983).

Other Models of Stress. In contrast to Selye's physiological model of
stress, a number of other models have been proposed that emphasize
psychological factors and are perhaps more relevant to the workplace. In
one such model (see Figure 4.2), House (1974) emphasizes social ante-
cedents. According to House, social conditions "conducive" to stress
can, in some instances, result in the perception of stress. Whether or -

not these perceptions result in immediate responses or more long-range
outcomes depends on defense mechanisms and the conditioning effects of
the person and/or the environment. Unfortunately, because this model
only includes social conditions as antecedents of stress and assumes
that perceptions are a necessary condition, it fails to recognize that
other kinds of situations may also result in stress.
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Figure 1. Selye's general adaptation syndrome (G.A.S.).
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A more comprehensive model than the one presented by House is described
in Beehr and Newman (1978). Their model, formulated to encompass the
job stress-employee health domain, can be seen in Figure 4.3. According
to this configuration, seven facets are seen to be important.

The environmental facet incorporates those elements of the work environ-
ment hypothesized to be Involved in stress. Examples of these elements
include characteristics of roles, tasks, and organizations. The personal , -.-
facet suggests that many personal characteristics, behavioral tenden-
cies, etc., are important determinants of individuals' experiences with
stress. The process facet includes those physiological and psycho-
logical processes which serve to link the environment and the individual
to one another and to the two consequences facets.

Two facets - organizational and human consequences - are seen to be
direct outcomes of the process facet. Human consequences include those
variables related to physical and mental health, and antisocial be-
havior, while organizational consequences are related to elements of
organizational effectiveness (e.g., productivity, withdrawal behaviors).
The adaptive responses facet incorporates those elements considered to
be related to employee well-being. Examples would include not only
individual coping mechanisms (e.g., stress management skills), but also
organizational strategies (e.g., refining selection and placement cri-
teria, job redesign) for reducing stress. The final facet, time, is
seen to permeate all of the others: that is, some variables may not
exhibit their influence immediately. An example would be the time lag
in the development of stress-related physical disorders.

A third model of stress, by Ivancevich and Matteson (1980), is shown as
Figure 4.4. This model, except for its failure to include coping re-
sponses, is similar to the one presented by Beehr and Newman. An important
conceptual advance, however, is the delineation of the influence of
several types of stressors (i.e., individual, group, organizational) on
the state of the individual.

The models presented above are, for the most part, useful for describing
the kinds of variables likely to be related to stress in the work place.
Unfortunately, these models are more theoretical than operational in the
sense that they do not provide a workable method for measuring stress at
work (Sharit & Salvendy, 1982). Therefore, we turn now to a discussion
of the literature that has investigated specific types of stressors and
their impact on performance, both in general and in organizational
settings.

Environmental/Stressors and Their Effects

Despite obvious differences among the aforementioned theories and models
of stress, they do appear to have several similarities. All of the
schemata agree that the stress process begins with an eliciting event,
although they may disagree as to the nature of this event. Selye's
formulation, even though emphasizing environmental stimuli, does not
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Figure 4. A person-environment fit model of stress.
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deny the importance of the perceptual processes germane to the frame-
works of such researchers as Lazarus and House. Therefore, it seems
reasonable to include both perceptual processes and environmental events
as primary stimuli or stressors. These two classes of variables are
analogous to Beehr and Newman's environmental and process facets, re-
spectively, and can also be considered as objective and subjective
measures of the environment in the tradition of Murray's (1938) con- PAW
ception of alpha and beta press. Although the distinction between the
two may sometimes be blurred, the more objectively measured stressors
are discussed first.

Noise. Exposure to certain kinds of noise is known to result in a
number of undesirable outcomes. Besides findings that spending time in -__
noisy environments may result in hearing impairments, a number of
studies have suggested that workers exposed to noise may also show signs
of physiological stress, report more negative affect, and perform less
efficiently than those in quiet surroundings. Folklore also suggests
that there Is a long-term effect of noisy work environments on physical
health, but the empirical evidence for this position is somewhat equivo-
cal (Jones, 1983).

Jansen (1961) found, in an investigation of over one thousand steel-
workers, that disturbances of peripheral circulation and equilibrium, as
well as irregular heartbeats, were associated with exposure to loud
noise. However, Jones (1983) cautions that these findings may not be
entirely attributable to the noise, as other environmental stressors
(e.g., heat, vibration, toxins, danger) tend to covary with noise.
Several other studies, while probably subject to the same criticism,
also found support for a relationship between noise and impaired physi-
cal health. Corso (1959) and Stamburgh (1950) found that exposure to
loud intermittent noise results in an increased pulse rate. Along this
same line, Jonsson (1978) found a relationship between chronic noise
exposure and hypertension.

Two additional studies provide further support for a relationship be-
tween noise and physical symptomatology. Ohrstrom and B lorkman (1978)
found that workers in noisy manufacturing plants reported greater .7
fatigue than those in less noisy plants. Also, Cohen (1974) showed that
workers in high noise areas (z 95 decibels, db) were more frequently
absent due to accidents, illness, ;:nd confirmed medical problems than
workers in low noise areas (< 80 db). This link between noise and
physical ailments was strengthened further by the results of a sub-
sequent study in which Cohen (1976) found that the Introduction of ear
protection resulted in a reduction of medical problems.

There is a paucity of research on the effects of noise in work settings
on more psychologically oriented variables. In one such study, Jansen (1961) """""
found evidence for a relationship between being in . noisy work environ-
ment and the experience of emotional tension. Edsell (1976) found that
the behavior of a group of Individuals working at a competitive game wag
judged as more threatening, disagreeable, or disorganized when the
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interactions occurred in a noisy environment as opposed to a quiet one.
Bull, Barbage, Orandall, Fletcher, Lloyd, Ravenberg, and Rockette (1972)
suggested that being in a noisy environment might reduce one's tolerance
for ambiguity. Finally, Siegel and Steele (1980) reported that, when
individuals were required to make judgments concerning fictitious
persons while simultaneously being exposed to noise, extreme ratings
were more likely to be given. It is interesting to note that the ex-
treme ratings were not all negative; positive attributes of individuals
also were overemphasized.

With regard to the effect of noise on performance, a large number of
studies reviewed by Cohen (1980) have demonstrated that exposure to
noise often results in performance deficits. For example, Weston and
Adams (lN32, 1935) demonstrated that, when weavers wore ear plugs, their
performance increased over ten percent. Also, Broadbent and Little (1960)
found that workers assigned the task of perforating motion picture film
produced more errors at noisy stations than at quiet ones. In laboratory
studies, Broadbent (1953) found that exposure to 100 decibels of white
noise resulted in reduced accuracy in repetitive serial responding, but
only during the last half of a 30-minute session. Similar results were -

obtained bv Corcoran (1962) and Wilkinson (1963). Sanders (1961), using
the same dependent measure, but a softer noise level (75 db), also found
that performance variability was affected during the last part of a 30-
minute test. lerison (1959) measured performance on a vigilance task
during exposure to 110 db white noise and found that noise resulted in
an increase In the number of signals missed, but not until the final
third of a one and one-half hour test.

Despite the general conclusion by some researchers that noise results in
performance decrements, Poulton (1976) has reviewed results from 38
experiments which suggest that noise exposure can actually increase
performance. It would seem, given these disparate findings, that the
effects of noise do not lend themselves to a simple generalization
(,Jones, 1983). Future research in this area might investigate whether
the relationship is moderated, perhaps by individual differences in
physiological or psychological variables.

Heat and Cold. Extreme thermal environments can be highly stressful to
human beings since they require the body to make several significant
physiological adjustments, adjustments that may also have impact on an
individual's performance or emotional state. Acclimatization to heat,
which initially involves an increase in heart rate, ultimately results
in a lowering of body temperature and heart rate, while one's sweating

mechanism becomes more efficient. Acclimatization to cold environments,
on the other hand, results largely in increases in some metabolic pro-
cesses. The ultimate goal, in either case, is to minimize the amount of
physiological strain on the acclimatized individual (Macpherson, 1974). . -

An example of thiis adaptation to two heat stressors (140 F and 160 F)
was report ,d by lampietro, Chiles, Higgins, and G;ibbons (1969). Heart
rates were observed to steadi ly increase during exposure to these two
conditions; the maximums recorded were 1 14 and 132 beats-per-minute,
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respectively. During exposure to 1400F (600C), adaptation occurred V7.
after approximately 40 minutes, while heart rate adaptation in the 160 F
(71.1 C) condition occurred after approximately 48 minutes. A similar

increase in heart rate in response to heat was reported by Wenzel and

limarinen (1977) and Epstein, Keren, Moisseiev, Gasko, and Yachin (1980).

Exposure to heat also produces biochemical and psychological changes.

Francesconi, Fine, and Kobrick (1976) reported that when subjects were

placed in a hot wet environment (35')C and 90 percent relative humidity)
for seven hours, significant increments in plasma levels of cortisol,
dopamine-beta-hydroxylase, and uric acid were obtained. However,
cholesterol and cyclic AMP levels were unaffected. Gafafer (1964)
reports that heat exposure also results in feelings of anxiety, ir-

ritability, general lassitude, morale decrements, and an inability to

concentrate.

The influence of exposure to hot environments on physical work output
and performance is well-documented (Ramsey, 1983). Factors affecting
physical capability to do work in the heat include general physical iI
fitness and health, age, sex, nutrition, and the mental willingness to
work in the heat. Even under the positive conditions of high physical

fitness, high strength, and high levels of health and motivation, how-

ever, continuous activity results in fatigue more quickly in the heat

than in normal conditions. While this may seem intuitively obvious,
Ramsey (1983) points out that the precise effects of heat are actually

difficult to pinpoint because of complex interactions between tempera-

ture, the task, and the person.

Numerous studies have reported that exposure to heat results in percep-

tual-motor or cognitive performance decrements: so many, in fact, that

P'oulton (1976) refers to the "well-known" rule that exposure to uncom-
fortable levels of heat reliably degrades performance. In support of

Ramsey's (1983) contention that performance is the result of complex
interactions, however, Poulton cites results from nine experiments that
suggest that under some circumstances, heat may actually improve per-
formance. Interestingly, subjective estimates of performance in the

heat have been seen to be negatively correlated with actual performance.

Allnut and Allan (1973), for Instance, found that 15 of 20 trainee
pilots worked faster when their body temperature was elevated. Hlowever,

when questioned at the end of the experiment, 10 of the 15 estimated

that their performance was slower in the heat.

The failure to find consistent effects of heat on performance has been __-_

postulated to be the result of the arousal produced by the heat and the

task demands placed on the subjects. That Is, when tasks which involve -' -"-

speed or vigilance are required to be performed In the heat, the associat-

ed arousal may actually result in performance Increments (Poulton,
1976). Thus, the results presented in the heat stress literature, not

unlike those reported above In the section on noise, do not suggest a

readily interpretable set of conclusions. While some of the studies
suggest that physiological changes can be reliably Iinduced by heat
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exposure, performance cannot be predicted with the same accuracy.

The physiological effects of exposure to cold environments are somewhat
different from that of exposure to heat. Rather than increasing the
blood flow to the skin as is done in response to heat, the body reacts
to cold by directing the majority of blood flow to the brain and other
vital organs. Tuttle and Davis (1978) point out that the cold pressor
test, which involves placing a subject's hand or foot into a pan of ice
water, Is a reliable experimental method for inducing several indices of
stress-Increased heart rate, increased blood pressure, and changes in
skin conductance. Perhaps most relevant among the bodily changes re-
lated to cold, however, Is the loss in manual dexterity associated with b&
stiffness and restriction of joint movement (Ramsey, 1983).

This loss of manipulative ability has often been thought responsible for
much of the performance decrement typically observed on manual tasks In
cold conditions (cf. Provins & Clarke, 1960). A study by Lockhart (1966)
challenged this hypothesis by manipulating hand temperature and body
temperature Independently, and found that manual performance decreased
even in the warm hand/cold body condition. Caydos and Dusek (1958)
found that performance was equally poor when either the hands alone or
the entire body was exposed to cold. Therefore, the negative impact on
manual performance of exposure to cold seems to be a rather generalized
effect, not confined to a situation in which only the hands are chilled.

The effect of ('old upon both manipulative and mental performance tasks
was studied by Iorvath and Freedman (19/47). Performance of 22 subjects
who were htoused In a -30 C (-20 l) temperature was measured for up to
two weeks. Significant decrements on manipulative tasks were obtained,
bit mental performance .as not affected. In another study conducted on-
board ship In the Arctic , Poul , ton, illtchlings, and Brooke (1965) found . -

that sublects responsible for keeping watch took longer to report
activity and were less accurate In their reports at lower body temperatures. "
Angus, Pearce, Buguet, and Olsen (1979) studied the effect of cold ex-
posure on the vigilance performance of men working and sleeping under
Arctic conditlons for 16 (lays. Reaction times increased until the l4th
day when they began to show a decline. The percentage of correct de-
tections, however, steadily Increased during Arctic exposure. Finally,
Telchner and Wehirkamp (1954) Investigated tracking performance during
exposure to a range of environmental temperatures -- 13, 21, 30, and 38 C0
(55, 70, 85, and 100 i "nterestinply, they found performance decrements
at &emperatures below above 21 i ), as would be predicted by
optimal level of arousal theory, which states that performance Is less
proficient at extreme levels of physiological arousal.

Sunmiarv. In the preceding pages, the stressful effects of both noise
and extreme temperatures have been discussed. It seems clear that both
of these stressors are often associated witit changes In physiological,
psychological, and mental processes, as well as in performance. Al-
though these changes can occur In both a negative and positive direction,
the negative changes have typically received more qtudv, sometimes at
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the expense of the positive effects of stress. Even more important, tile

effects of these stressors have not often been considered in the inter-

actionist sense.

Researchers In this area have reported that these stressors do not have

constant effects, an outcome that is expected if one recognizes that a
particular stressor in the environment is only one factor in any effect

observed. The contribution of the person involved must also be con-
sidered, as well as other environmental stressors that may be associated

with noise and extreme temperature. The point is particularly salient
for noise and temperature since they are among the environmental vari-

ables that can be most objectively measured; they are perhaps least

subject to personal and perceptual bias. By contrast, stressors that
will be discussed next such as danger or monotony are much harder to

manipulate in any standardized way. Because of these more objective

qualities of noise and temperature, it should be easier to study what

portion of stress-related outcomes are attributable to these stressors
and which to the individual or to other stressors. For the stressors to

be discussed next, the subjective environment becomes more important

than the objective environment.

D3n~gerous Environments. The effects of dangerous environments on
physiology, affect, and behavior have been studied in several different
settings. Among sport and military parachutists, a number of physio-
logical and biochemical variables have been investigated with the evidence

obtained from these studies pointing to a general increase in activation
during a jump sequence. The indices which have been seen to increase
prior to, during, or after a jump are heart rate (Fenz and Epstein,
1967; Shane & Slinde, 1968; Stromme, Wikeby, Blix, & Ursin, 1978),
respiration and absolute skin conductance (Fenz & Epstein, 1967),

adrenalin and noradrenalin (Bloom, Euler, & Frankenhauser, 1963; Hansen,
Stoa, Blix, & Ursin, 1978), growth hormone secretion (Weitzman & Ursin,

1978), blood glucose levels (Eide & Atteras, 1978), hippuric acid

secretion and blood glutathione (Basowitz, Persky, Korchen & Grinker,
1955), plasma prolactin, growth hormones, and thyrotropin (Noel, Dimond,
Farli, & Frantz, 1976). Additional studies have documented physiological

changes that occur in response to the danger of piloting or wartime

environments (Berkun, 1964; Balke, Melton, & Blake, 1966; Marchbanks,
Hale, & Ellis, 1963; Hale, Hartman, Harris, Williamsq, Miranda, Hosenfeld,
& Smith, 1972; Hate, Storm, Goldzieher, HIartman, Miranda, & Rosenfeld,
1973; Billings, Gerke, Chase, & Eggspuehler, 1973; Hale, Duffy, Ellis,

& Williams, 1965).

There is conflicting evidence as to whether exposure to danger results
in additional feelings of stress and negative affect. In a study of 486
coal miners, Althouse and hUrrell (1977) found that, when compared with.
a group of workers on jobs of similar status, miners did not report more
subjective experiences of streq. They did, however, experience more
negative affect (i.e., anxiety, ,;opresslon, Irritation, and somatic
complaints). In Berkun's (196't -xperlment, subjects were given the
Subjective Stress Scale (a measure which asks the person to choose the
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one word that best describes his feelings at the time) subsequent to a
stress-inducing situation. On the average, subjects in each of the
stress conditions reported experiencing more stress than those in the
control conditions.

Besides the effects of dangerous situations on physiology and affect,
performance is also influenced. It has been known for sometime that
extreme levels of anxiety can severely impair performance. Walker and
Burkhardt (1965) reported that during the Battle of Gettysburg in the
American Civil War, over 200 rifles were found to have been loaded
several times without ever being fired. Similarly, Marshall (1944;
1947) found that, during World War II, only between 15 and 30 percent of
the men in combat normally fired their weapons. Moreover, from action
to action, the behavior of firers and non-firers seemed to be consistent.

A study by Berkun (1964) also found that subjects who were under stress
showed signs of impaired performance. Performance under stress declined
on paper and pencil measures of verbal ablity and recall as well as in
the time that it took to repair a radio or field telephone. In addition,
it was possible to predict individual performance under stress by using
the Taylor Manifest Anxiety Scale of the Army Classification Battery.
Those whose performance declined the most under stress were characterized
as having achieved less in their early lives, and had less self-con-
fidence and general aptitude. Finally, studies by Fenz and Jones (1972)
and Hale, Duffy, Ellis and Williams (1965) suggest that physiological
measures of response to danger are highly related to levels of per-
formance.

Monotony. In contrast to danger which is an obvious stressor, the
stressful effects of monotony have been more open to question. It has .-.

* been well documented that monotony gives rise to negative affect such as
feelings of fatigue (Johansson, Aronsson, & Lindstron, 1978; McDowell &
Wells, 1927; Wyatt, Fraser, & Stock, 1929; Wyatt, 1-andon, & Stock,
1932), boredom (Barmack, 1937; Guest, Williams, & Dewe, 1978), and job

*- dissatisfaction (Caplan, Cobb, French, Van Harrison, & Pinneau, 1975;
Ferguson, 1973). What is less clear, however, is whether monotony
results in physiological under-arousal or over-arousal, and whether the
boredom associated with monotony is stressful.

. Investigators such as Berlyne (1960) have argued that monotony results
in a state of high arousal, a conclusion supported in two experiments by
London, Schubert, and Washburn (1972). Their research found that those
in a monotonous vigilance task or repetitive letter writing task had
higher galvanic skin potentials and heart rates than those in more

- interesting tasks. In a critique of this study, however, Thackray
(1981, argued that these differences were either inconsistent or of very
sma I I m;gnitude. In a study of sawmill employees, .ohansson, Aronsson,
-ind Lindstrom (1978) found that workers on monotonous Jobs (e.g. saw
;ind edging equipment operators) reported more boredom than workers on
-: less monotonous jobs (e.g., repairmen and maintenance workers). Of

p;irticular interest, though, were the fiiidings that those in the 1oo-

notorous jobs hiad higlher adrenaline outputs, reported more tension, and
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had more of a history of illness. This evidence seems to suggest that
workers exposed to monotony exhibit some of the symptoms of stress.
Again, Johansson et al. (1978) and Thackray (1981) point out that the
jobs in the high monotony group are associated with a number of po- - -

tential stressors; any one or a combination of which could account for
the obtained differences.

A similar study by Caplan, Cobb, French, Van Harrison, and Pinneau
(1975) reported somewhat different results. Caplan et al. selected
those jobs in which workers reported high levels of boredom (forklift
driver, assembler, and machine tender). Workers in these jobs were
found to be more dissatisfied, and to report more anxiety, depression,
irritation, and health-related problems than workers in less boring
jobs. However, none of the other indices of stress measured in this
study, either behavioral (smoking, coffee consumption, obesity) or
physiological (pulse, blood pressure, cortisol, cholesterol, thyroid
hormones, serum uric acid), were found to be higher in the cluster of
monotonous jobs as compared with the others studied.

In support of the contention that monotony leads to under-arousal,
O'llanlon (1965) failed to find that catecholamine levels increased while
performing a vigilance task for three hours. In fact, one of them -

epinephrine, which is also known as adrenaline - decreased along with
performance. A subsequent study (O'Hanlon & Hlorvath, 1973) found
similar results after only 60 minutes of a repetitive monitoring task:
Adrenaline levels increased initially and then returned to basal levels.
This decline in adrenaline was found to be positively related to per-
formance.

Ferhaps the most extreme examples of monotonous situations are experi-
ments involving sensory deprivation. In two studies that employed this
type of manipulation (Zubek, 1968; Zubek & Schutte, 1966), subjects who
experienced seven days of deprivation did not differ from control
subjects in terms of catecholamine output. Of interest, though, was the
finding that subjects who dropped out of the experiment before it was
completed had higher adrenaline levels than those who remained. These
findings could be interpreted as meaning that those subjects who per-
ceived the deprivation experiment as most stressful were the ones who
displayed withdrawal behavior. Therefore, although it is not clear
whether monotony or boredom actually played a role in the decision to
quit, the decision might also have been predicted on the basis of
adrenaline level.

Several additional studies provide further support for the assertion
that monotony typically results in performanfe decrements and other
dysfunctional behaviors associated with stress. For example, Ferguson
(1973) studied a group of 516 elgahrmembers of an occupation
characterized by monotonous, bi bly skilled, and repetitive tasKs that
demand periodic but in ten:se Ce, tration. The medical records of these J"
emplovee- reveal d that the tc: r.,pliers had hiI)her frequencies of
i1lness and neuroticism thin control workers and were also more dis-
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satisfied. The most common reasons given were monotony, lack of a sense

of achievement, and loss of personal contact. Performance decrements in

response to monotony have also been reported by Mackworth (1950) for

radar operators, and by others on compensatory tracking (Siddall &
Anderson, 1955), and gauge setting (Saldanha, 1955). Thackray, Bailey,

and Touchstone (1977) found that decreases in performance of air traffic '

controllers were significantly related to increases in self-reports of

boredom and monotony, and decreases in attentiveness. Finally, a study

by McBain (1970) found that the performance of long-distance drivers in

a monotonous laboratory task was a good predictor of the number of both

preventable and unpreventable accidents experienced later in actual

driving. McBain concluded that persons who are steady, conscientious,
and alert adjust to monotonous environments more easily without ad-

versely affecting performance.

Summary. The literature that pertains to dangerous or monotonous en-
vironments has examined their effect on measures of physiology, affect,

and behavior. With regard to physiology, both danger and monotony

produce reliable physiological changes although the effects are better

documented and perhaps stronger for danger. Danger often results in a

large increase in a number of indicators of arousal such ab adrenaline

and noradrenaline, while it remains somewhat unclear whether monotony is

associated with over- or under-arousal. Both of these stressors appear

to be associated with negative affect such as anxiety, depression, and
irritation associated with danger, and fatigue, boredom, and job dis-

satisfaction linked to monotony. When the effect of these stressors on

behavior is considered, they seem generally to also have a negative

effect. Danger appears to nearly always impair performance, although it

should be mentioned that the levels of danger in these studies were much
higher than that experienced by the typical person. Approximately the
same might be said for the effects of monotony. It is interesting to

note that despite the fact that danger and monotony are basically

opposite environmental conditions, high levels of either typically are

associated with negative personal and organizational outcomes. Never-

theless, there are persons who seem to cope quite effectively with these

stressors and may even flourish once they have adapted to them. Coping
and adaptation techniques will be discussed later in this chapter, but

first the stressors that are related to organizational factors are

considered.

Organizational Stressors

There are numerous aspects of an organization itself that may be sources
of stress. Many of these aspects have received attention recently in

research on organizational culture that attempts to discover how an
organization can provide a work atmosphere that is most conducive to
high performance and satisfaction. When an organization is unable or
unwilling to provide this atmosphere, however, stress is often the

result. This stress may be the outcome of a potentially limitless

number of these factors, many of which have been examined in the litera-
ture. For the present discussion, we confine the review to several that
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have received more research attention. The first of these to be dis-

cussed deal with role-based stress.

Role Conflict and Ambiguity. The literature on role theory suggests two
constructs describing role perceptions: role ambiguity and role conflict.
Each of these may occur by reference to a role, which is a set of ...-.--
expectations concerning the behavior of a particular person. Role
ambiguity takes place when these expectations are lacking or poorly

communicated, leaving the individual unsure of how to act. The in-
dividual may also be uncertain how to behave under conditions of role
conflict, but for role conflict, the uncertainty stems from having
received mutually opposing expectations. In either situation, the
concomitant stress may be easily visualized.

Rather than discuss the role literature by individual study, the results
of a recent and comprehensive review by Fisher and Gitelson (1983) will
be described. These authors identified 18 organizationally and per-
sonally dysfunctional outcomes that have been associated with role
conflict and role ambiguity. They then used the technique of meta-
analysis to accumulate and summarize the findings from 42 studies of
role-based correlates. Meta-analysis (Hunter, Schmidt, & Jackson, 1982)
is a procedure that allows estimation of the true degree of relationship
between two variables, while at the same time taking into account and
removing variability that is attributable to statistical artifacts
(e.g., sampling error, restriction of range, unreliability of measures).
In the Fisher and Gitelson (1983) review, a conservative approach was
adopted in which correction was made only for that variability that
could be reasonably attributed to sampling error.

The results of the Fisher and Gitelson compilation are shown for role
conflict in Table 4.1 and for role ambiguity in Table 4.2. In each
table, correlation and sample information is given in columns one
through six. Column seven, the next to last column, shows the variance
in each of the coefficient distributions that is left over after sub-
tracting the variance attributable to sampling error. Column eight
displays the results of chi-square tests of significance for each of the -
residual variances. Since a significant chi-square means that the
remaining variance is statistically different from zero, significant
results indicate that either other statistical artifacts are contribut-
ing variance to the distribution of coefficients or that the relation-
ship is moderated (differentially related) across factors such as job
level. In other words, the correlates of role conflict and role am-
biguity that do not show a significant chi-square in column eight are
those in which role stress affects individuals abont equally regardless
of other factors. The level of association between role stress and its
correlates is therefore shown by the mean correlation for correlates
without a significant chi-sqiare. Those that slow a si gnificant clII-
square have variability in their distribution of co ticients that i" "
attributable either to statistical artifacts or moderators. Interes - - -
lngly, follow up invest igation by Fisher and it ielson howed thit joh
level (lower, professional, or managerial) was not an important mod-
erator in these relationships.
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It can be seen from the tables that as role-based stress increases,
tension, anxiety, and propensity to leave also increase. Similarly,
satisfaction and organizational commitment are negatively related to
role-based stress. On the other hand, neither performance nor tenure
bears much of a relationship with the role variables, implying that
their effect is less powerful on behavior than on affect. Finally,
several additional studies of role variable correlates were located that
provide further support for an association between role-based stress and
dysfunctional outcomes. Role conflict has been found to be related to
slower and less accurate group performance (Lidell & Slocum, 1976), less
confidence in the organization (Kahn et al., 1964), fatigue (Beehr et
al., 1976), somatic complaints, depression, and irritation (Caplan et
aL., 1975), heart rate (Caplan & Jones, 1975), and a sense of futility
(Hall & Gordon, 1973). Role ambiguity has been linked with anxiety,

-' depression, physical symptoms, a sense of futility, and low levels of
self-esteem (e.g., Brief & Aldag, 1976; Greene, 1972). Also, causal

. modeling has been used to justify causal inferences that role variables
determine such outcomes as job-related tension, job satisfaction, and
one's propensity to leave an organization (Bedeian & Armenakis, 1981;
Kemery, Bedeian, Mossholder, & Touliatos, 1984).

Workload. Another organizational stressor that is mentioned perhaps
more than any other on the job is that of workload. Regardless of the
type, location, and level of the job, there is often more distress over Ik
the amount and quality of work to be done than any other characteristics
of it. Workload, like the role concept, is two-sided; it includes both
underload and overload. A distinction may also be made within these
categories between the quantitative and qualitative. For example,

quantitative overload might occur when an employee has too much to do,
while qualitative overload comes about when he/she does not have the
knowledge, skills, and abilities to do the job adequately. Similarly,
underload may involve too little work (quantitative) or work that is not
sufficiently challenging (qualitative). As might be predicted by inter-
actionism, this type of person-environment misfit has often resulted in
stress and its related ills.

Perhaps the best evidence for the stressful effects of work underload
and overload c,mes from investigations of psychological variables.
Margolis, Kroes, and Quinn (1974), in a study of 1496 workers employed
at least half-time, found underutilization (a composite of the two types
of underload) and overload (also a composite) to be related to a host of
stress outc,,mes. The results of this study are shown in Table 4.3. IF
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Table 4. 3. Product-moment correlates between underutilization,

overload, and several stress-related outcomes (N=1496).

(From Margolis, Kroes, & Quinn, 1974)

Stress-, indicator ___ Underutilization Overload

*Overall physical health -. 09* -. 02
Escapist drinking .07* .06*
Depressed mood .16* .00
Self-esteem .1*.10*
Life satisfaction .1*.04
Jlob satisfaction -.26* .02
Motivation to work -.27* .26*
Intention to leave job .1*-.03
Frequency of suggestions -1k.17*

Absenteeism .09* .06*

* !< .0)5

PIt can be seen that underutilization was much more highly related to
dysfunctional outcomes than overload, while overload was most highly
correlated with motivation to work.

*The results are far from uniform, however. After noticing how frequently
job incumbents mentioned Issues related to work overload, Sales (1969)
took three rela-ted Items and found them to correlate .60 with job-......
related tenqion. Caplan and Jones (1975) found that subjective quantitative
work load was positively related to reported anxiety (r=.38) and to
heart rate (r=.16). Thle latter relationship, however, dropped to r=.05,
when the effects of anxiety on heart rate were partialled out. Thus,

1k the researchers concluded that the effect of perceived work load on
heart rate nay have occurred through the perception of anxiety. French,
Tupper and Mueller (1965), In a study of 122 university professors and

" administrators, found, through factor analysis, that quantitative and

qualitative workload were distinct variables. Furthermore, it was shown
that these two variables had some similar and some disparate effects.
Both~ were found to be related to job) tension (quntiltative load, r=.40;
qualitative load, r .60). However, their relatiouships with self-esteem
were more unique; that Is, quantitative overload was related to low
self-esteem among administrators (rm.70), hut not among professors.

* Abdel-fHalim (1978), using data collected from a sample of 89 managerial
personnel, found quantitative rolr' nverload to he related to job anxiety
(r=.27), hut not to satisfaction '~hwork (r .05) or job Involvement
(r .02). Moreover, when the effeces of role conflict and role ambiguity
were removed from the overload-anxiety relationship, the correlation was

W• - 1' "
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only reduced minimally (r=.21). In a study of 143 male and female "

workers involved in either drafting, mechanical, or technical/clerical"'-.
jobs, Beehir, Walsh, and Taber (1976) found role overload to be sig-'"'

nificantly related to six organizationally and/or personally relevant -.
situations, with role ambiguity (r=.19), job dissatisfaction (r= . 18 ) •,.' "

fatigue (r=.32), tension (r=.32), effort toward quantity (r=.18), and e*1

job involvement (r=.18). On tihe other hand, overload was seen to bew- _.....
more weakly related to non-participation (r=.16), effort toward quality.-

(r=.07), and a measure of need strength (r=.00)..-

Two final investigations also examined the relationship between work-,--
i load and psychological outcomes. In a study of over 1600 persons, aged

45-77 years, Hlaynes, Levine, Scotch, Feinleib, and Kennel (1978) found -
.- ~correlations that were not significantly different from zero for 15 dif- i-

ferent psychosocial indices. Only Type A behavior (a set of aggressive, -

• ~ambitious, impatient and competitive behaviors) was found to have sinfcn eainhp(=2)wt okoela.Fec aln -

.., and Harrison (1982) found that underload was significantly related to

workload dissatisfaction, depression, and irritation, while overload was
r7 associated with job dissatisfaction, depression and irritation. In both "

" ~of these studies, correlations with physiological variables such as . .'
"' ~blood pressure, heart rate, and cholesterol level were near zero, an ...

• Outcome almost exactly opposite to that of Caplan (1972) who found high.-
. (r=.40 - .70) levels of association.

Before closing this discussion of organizational stressors, one final

study will be described that investigated the relationship between the
• activities performed on different jobs and the levels of various stresses
• experienced by employees in those jobs. Basically, Shaw and Riskind
~~(1983) used the data bank of the Position Analysis Questionnaire (McCormick, r-"."

-p

Jeanneret• & Mecham, 1972) to identify the dimensions of worker behavior
found in a given set of jobs. For this same set of jobs, information had
been previously gathered as to the incidence of a variety of physio-
logical, psychological, and behavioral indices of stress. Thusi Shaw

and Riskind were able to compute the relationship between each jobnt
behavtion ithon and the incidence of stress in jobs that included

that behavioral dimension. Their results supported te idea that there
are in fact certain objective activity requirements that are more highly

msoeawekl relates toa no-articiptio activties efforeowr, qualit

that possess a number of these stressful activities may contribute to

stress-related problems for workers in these jobs. The Shaw and Riskind

study is only an initial step in gaining an understanding of how jobge

characteristics contribute to tie stress process, but it combines nicely
with the research on organizational stressors. Unfortunately, there are

Salternative explanations for tie Shaw and Riskind fibe s w nd to more

evidence is clearly needed before action related to their results would

r ~be warranted. }i.[woSumrad s In tie popular press and everyday interaction, thile four

variables of role ambiguity, role conflict, work overload, and work

underload are widely seen as having major stressful effects. These
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effects are perceived as being so powerful that organizations today are
under a degree of pressure to ensure that their employees are totally
clear on what is expected of them, and that these expectations are
reasonable in terms of workload. "The scientific literature, however, is
in much less agreement as to the effects of these stressors. With
regard to role ambiguity and conflict, the evidence does show that these oa
variables are associated with a number of negative affective states.
Nevertheless, there seems to be little deleterious effect on performance
and tenure, the behavioral manifestations that an organization might be
most interested In. Work overload, in fact, appears to stimulate per-
formance, reminding one of the statement that: "The only thing that
motivates me is a deadline."

Other workload correlates seem to yield an inconsistent pattern in which
a finding of negative affect outcomes is not unusual, but neither is
mixed results. Underload, a situation that is perhaps consistent with a
job such as security guard, appears to nearly always have negative
outcomes, especially in affect. Overall, however, it seems premature
to conclude that role and workload variables have major negative be-
havioral effects on employees. The physiological evidence, though
spotty, falls to show any .Irlking ill effects, and perhaps the most
serious condemnation of these stressors is that people often don't like

them. On the o"er hand, the amount of research in this area is simply
not sufficient to say that there are no long-term problems associated

with it. Longitudinal research would therefore be highly desirable.

Life Events and Stress

The stressful effects of various environmental and organizational
characteristics that have been discussed represent only a part of the
stress that is experienced by people over time. Much of our lives takes
place outsldo the work context and, in addition, there are a number of
events in lite that are particularly significant and stressful. Because
these significant events are those that define a person's life, they
contribute to a more well-rounded picture of the stressors that can
affect people's health, affect, and behavior. Thus, such events as
marriage, financial reversal, or change in residence may result in
strong and persistent effects that would not be predicted based on the
present environment alone. These events are therefore Important both to

the total stress process and to behavioral reliability as well.

Researchers on life events focus on two classes of situations: 1) those
to which everyone is exposed in the natural course of life, e.g., death
of a loved one, and 2) those discrete and fairly recent events that may
be unique to a particular person, e.g., personal injury. These two
categories may overlap to some degree and may represent differing levels
of stress to different people. There is evidence, however, that both
types of these stressful events play a significant role in provoking the
onset of physical illness, sulciie, depressive conditions, neurotic
disorders, and, to a lesser extent, srhfzophrenia (Isherwood, Adam, &
llornblow, 1982; Brown & flarris, 1978; Barrett, 1979; Theorell, 1974).
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In addition, persons who experience the above problems have been found

to be three times more likely than controls to have had a stressful life
event in the weeks prior to the problem.

Assessmenit of life events. Quantitative procedures for measuring life
events have been widely utilized in research on life stress since Holmes
and Rahe introduced their Social Readjustment Rating Scale (SRRS) in
1967. The first version, known as the Schedule of Recent Events (SRE),
was constructed by culling a list of events "empirically observed to
cluster at the time of disease onset" from about 5,000 life charts of
medical patients. The SRE contained 43 common human events representing
family, personal, occupational, or financial situations (e.g., pro- ha-
motion, death of a spouse, change in residence, personal injury). Upon
examination of the types of events reported, the authors postulated that
the degree of change in one's ongoing life pattern, or the social re-
adjustment that was associated with the event was the critical quality
predictive of impairment (Holmes & Rahe, 1967, p. 217). It has also
been hypothesized that the amount of social readjustment required is
additive, so that a number of stressful life events might combine in
order to produce undesirable outcomes (Lloyd, Alexander, Rice, & Greenfield,
1980).

Most research in this area has shown that stressful events are at least

partially additive, although whether and how to assign them different
weights is still a matter of controversy. If the study's focus is on
events as they are experienced by a broad range of individuals, the
weights obtained may be far different from those in a specific, target
sample (Cleary, 1981). Also, events differ in their desirability in

general and for different individuals. Ross and Mirowsky (1979) con-. -.

clude that a simple count of undesirable events is more predictive of
psychological distress than any other measurement technique. It ;11, I
appears that the degree of undesirability of life events atcount for
more variance in the prediction of health impairment than any other
single dimension (Isherwood, Adam, & Ftornblow, 1982). tnal1y. the
cont rol lab il ity that the indiv idta I is able to exercise over the e;
events has an effect over and above that of desirabil ity (Sul & Ml ,n. 1-
1981 ).

t'svcholoJical outcomes. Although the impact of life event. on oneli,, .i
outcomes ihan also been investigated, much of the research on ife eveTn;
has dealt with psychological effects such as depression, anxiety o'r
otler emotional problems. As might be expected, research in each ,,I
these areas demons t rates that persons with these 1ychologicaI prl obIems-.--.'.
have experienced more stressful events in the months prior to the onset
of the disorder than have normal controls. The relative risk of de-
pression, for example, has been shown to be increased by a factor of
about six for the six months fol lowing a significant life event (Pavkel
1979). In addition, those events that are undesirable, that represent a
personal loss, or that are severely threatening are particularly likely
to precede a depression.
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In a study by Paykel and others (1969), depressed persons reported five
times as many undesirable events and exits (friends and relatives who
leave the person's social field), yet experienced the same number of
desirable events and entrances (to the person's social field) as did
controls. Similarly, Brown, Harris, and Peto (1973) found that depressed
persons had experienced a higher rate of long-term and severely threaten-
ing life events compared to controls. Perhaps the most interesting
finding, however, was that the long-term and severe nature of events
were far more likely to affect the depressed persons than the controls.
Of the controls who had experienced long-term or severely threatening
life events, only one-fifth developed depression as compared to two-
thirds in the depressed group. This difference in psychological vulner-
ability will be discussed further later.

In contrast to depression, anxiety appears to be less frequently asso- --

ciated with life events. Paykel, Prusoff, and Uhilenhuth (1971) found
that 31 percent of depressed persons had one or more exits in the six
months prior to onset, compared to 17 percent for those with anxiety
disorders; 58 percent of depressed persons had at least one undesirable
event, compared to 42 percent for those with anxiety. There were also
qualitative differences between the two groups in the events that were
significant. Many events for the depressed persons involved changes in
important interpersonal relationships such as death or divorce. In
contrast, events for those with anxiety centered around work or per-We
formance such as retirement, unemployment, or financial problems. w

Other psychological outcomes that have been associated with life events
inclIude schizophrenia and suicide attampts. Although there is less
research on these two outcomes, work by Jacobs, Prusoff, and Paykel
([974) and l'aykel ['Prusoff,. and Myers ( 1975) suggests that suicide
attempts are even more highly associated with life events than depres-
s ion or anxiety, while schizophrenia is less associated with life
events. The pattern of events is also different for suicide attempters,
since events appear to peak sharply before the suicide attempt. With
other forms of psychological disorders, the pattern of events is f latter
and shows a milder peaking before onset.

Behavioral outcomes. Although some of the psychological outcomes dis-
cussed previously also involve behavior, the research described in this
section focuses principally on the tendency for people to be involved in
accidents. Basically, the research shows that those persons- who have
experienced stressful life events are more likely than controls to be
injured, either on or off the job. Levenson, Hirschfield, and Hlirschfield -

(1980) empirically, demonstrated that workers who sustained low back
injuries on the job and who did not recover with traditional medical
treatment had continually increasing numbers of undesirable life events
prior to their accidents. These blue-collar workers experienced 25
percent more life events than people in the general population. In
addition, prior to their accidents, the workers exhibited appetite,fr
sle ep ing , and] sexual d istu rbances . Vi noku r and SelIzer (1975) found that
the best predictor of alcoholics' traffic accidents is the number of
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undesirable life changes the drivers experienced prior to their ac-
cidents. Also, Isherwood, Adam, and ttornblow (1982) found that drivers
involved in auto accidents were significantly different from controls on
13 methods of life event scoring.

A study by Levenson, 11irschfield, Hirschfield, and Dzubay (1983) in-
directly examines the effect of life events on industrial accidents. The
study focused on the effects of life changes on industrially injured
male and female workers before and after their accidents. All had
sustained injuries that were treated unsuccessfully by traditional
medical treatment. Life events were obtained by interview for the four-
year period prior to and the one-and-one-half-year period following the
accident. Both sexes reported a high level of life change, which for
the women was ongoing throughout the four years prior to the accident
and for the men increased in the year or two prior to the accident. The
primary source of these life events was the home (e.g., marital or
financial), although work-related items such as change in hours or
trouble with coworkers were also frequently mentioned. The greatest
number of life events overall were reported in the year following the
accident, indicating that the post-accident recovery process involved a

nmber of associated life changes.

Vulnerability. As mentioned earlier, there are often wide disparities
between people in the way in which they react to significant life
events. Some persons appear to be especially vulnerable to stress-
related outcomes precipitated by events. This topic will be covered in
more detail in the next section on coping with stress, but is mentioned
here in order to show its relationship with life events. Two primary
categories have been investigated in this area as affecting an individual's
vulnerability to life events stress: social support and personal hardi-
ness. Social support is hypothesized to reduce stress by providing
empathy for the individual, while those high in hardiness are simply
more resistant to life events stress.

The importance of social support has been documented by authors such as j
Eaton (1978), Gore (1981), and Cobb (1976) who each found that support
reduced pathology in response to stressful events. For example, the
relationship between life events and psychiatric symptomatology was
stronger among two relatively unsupported groups, the non-married and
those living alone, than among those married or living with others. This .4

finding held both for persons who were unemployed and for pregnant women
(Nuckolls, Cassel, & Kaplan, 1972). Other researchers have shown that
social support may also exert independent effects rather than the
moderat ing effect mentioned above (Andrews, 1978; lin, Ensel, Simeone, &
Kilo, 1979). Thus, social support may improve emotional adjustment '

independently of stressful life events.

Personal dispositions such as the construct of "hardiness" have also
been shown to af fect vulnerab I ti t to I I fe events stress. Hardiness is
quite simi lar to the construct of 'Iocus of (,onf rol and involves the
personality characteristics of commitment and need for challenge as well
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as control. A study by Kobasa, Maddi, and Kahn (1982) showed that, not L_
only does their measure of hardiness correlate In the predicted manner

with other measures of commitment, challenge, and control, but that
hardiness Is also an effective moderator of the relationship between
stressful life events and illness. This conclusion has also been sup- " " ,
ported by Johnson and Sarason (1978).

Summary. There are a number of problems with the literature on life
events and stress. First among these Is the familiar problem with de-
fining and measuring the variables, such as the significance, desir-
ability, and weight to be assigned to differing events. Also a problem
is the fact that most studies show only a relative relationship between
life events and stress rather than an absolute level prediction. In
other words, the research shows that life events make a person more
vulnerable to stress than controls, but there is little information
about exactly what level of stress will be predicted for any given life
event. Again, progress in this area is limited by a lack of knowledge
about stress in general.

What is known about life events and stress is that these events do seem
to have a powerful Impact on various stress-related outcomes such as
depression, anxiety, and suicide attempts. Life events have also been
shown to be related to accidents both on and off the job. There Is some
research that indicates that social support can reduce life events
stress, and that personal hardiness can also affect an individual's
stress vulnerability. In general, however, this area of research must
still be considered to be in its Infancy, and requiring both more
rigorous and more numerous investigations.

Coping With Stress

The literature that has been discussed so far In this chapter has not
presented a very clear picture of the effects of various stressors upon
either performance in general or the reliability of performance. It has
been well documented that stress often has an impact on physIologIcal,
behavioral, and affective indices, but the effects have sometimes been
negative, sometimes positive, and often of greatly varying size. Yet for
this very reason, stress may be seen as a variable that uniquely il-
Iustrates the interactionism that has been the unifying thread of this
report. Behavior is the result of the Interaction of a number of environ-
mental and personal forces, and stress is a more specific example of
that process. In other words, the discrepant effects of the stressors
discussed previously are less at odds with each other when one considers
that there are many individual differences in the way people deal (cope)
with stress. Thus, "coping" is an extremely important part In gaining
an understanding of how stress affects behavior. Also, coping is a key
concept in appreciating the way that complex Interactions result in
behavior.

Before beginning a more technical consideraton of the role of coping
and Its effect on stress and behavior, a, ,xample is presented to Illus-
trate how coping behaviors might function. Suppose that a security
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person has for several months been assigned to guard an area that is
considered both important arid vulnerable to theft or sabotage. Assume -"

further that, despite the grave consequences of such theft or sabotage, --

there have been no such incidents for as long as anyone can remember. In
this situation, the security guard could potentially be experiencing
stress as a result of monotony, danger, work underload, and role con-
flict, as well as heat or cold if he/she is working outdoors. tle
degree of stress experienced, however, is likely to be different for
different individuals, at least in part because individuals differ in
how they perceive and cope with potential stress. Tinis, the security
guard might be apathetic and listless, suffer from headaches and hyper-
tension, or drink alcohol on the job. Conversely, the guard might
instead see the job as challenging and important, and perform it in a
thorough and enthusiastic fashion. These differences in reaction to
stress are often attributed to different strategies and levels of
effectiveness in coping, and are discussed below in more detail.

Theoretical Approaches to Coping

There is wide agreement among researchers that the primary purpose of
coping activities is to reduce, manage, tolerate, or minimize perceived
stress. Researchers also agree that, despite differences in emphasis on
specific personal and situational factors, both of these kinds of - -

variabl s have impact (in interaction) on the choice and implementation
of coping strategies. Finally, with regard to research issues, investi-
gators of coping again show similarity by addressing three central
questions: (1) what is the appropriate domain of coping activities? (2)
how do these activities influence the relationships among objective
conditions, perceived stress and physical, social and psychological
outcomes? and (3) how do personal and situational variables influence
the selection and implementation of coping activities?

Researchers of coping differ amongst each other in the way in which the
coping construct is defined and the range of activities that are in-
cluded within the construct. To a large extent, these differences
depend both on the researcher's theoretical conceptualization of stress
and the target population under investigation. Three major theoretical .
approaches have dominated the literature on coping: psychodynamic,
person-environment/relational, and individual difference views. While
these approaches have overlap and are particularly similar with regard
to the assumptions and research issues mentioned in the previous para-
graph, they typically differ from each other in operational definitions
of coping and in methodology as well. Therefore, in the following
discussion of coping with stress, each of the three major theoretical
approaches is considered separately. Differences among the approaches
are thereby highlighted and comparisons of findings across approaches
can be made. Unfortunately, because of the differences in approach,
these comparisons are often limited to fairly general terms.

_syh yjnanic approaches . The principal assumpt ion made in psycho-
dynamic approaches to coping is that stress, or anxiety, is primarily
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the result of intrapsyclhic coof Iict. This intrapsychic conflict centers
on the person's needs, motives, impulses, or beliefs, and occurs when 2-.
two or more of these are mutually incompatible (cf. Folkman, 1984). The
anxiety associated with such conflicts, whether conscious or uncon-
scious, then serves to motivate the activation of emotion-focused,
defensive coping processes. The coping processes are viewed as defense
activities because of their role in reducing or avoiding an aversive or
anticipated harmful state. Thus, these coping activities are composed __

of often uinconscious, defensive processes such as denial, repression,
projection, and intellectualization. Further, ti use of particular
defense mechanisms is often thought to depend on both early life ex-
periences and the degree of threat or anxiety involved. Several writers
(llaan, 1977; Menninger, 1954) suggest that defenses can be arranged on a
continuum of implied threat, lower order, more regressive forms of
defense such as denial are posited to predominate under conditions of
severe anxiety; more adaptive and reality-based defenses such as sup-
pression are most likely under milder anxiety conditions, lastly, a
person's ego resources, developed in prior life experiences, also serve
to influence tIe use of (i fferent cop ing mechanisms.

E'mpirical evidence on the use of defensive coping in a stress context is
difficult to evaluate due to the differing indices of defensive coping
activities and different stress contixts employed across studies.
Findings of several studies suggest that defense mechanisms facilitate
Adaptive functioning. For example, Houston and Hodges (1970) investigated".
performance on a d igit-span task tinder high siLuat ional stress con- 0.-_.
(lit ions. The find i ns obta ined indicated that individuals who engaged in
active denial of stress (stress as indexed by physiological measures)
performed better than persons who did not use defensive forms of coping.
ilouston and Hodges point out, however, that although individuals who
used denial coping may have performed better on the i. 2diate task, the '.

use of defense mechanisms can be maladaptive in long-term performance.
This might occur, for example, if an individual were to repeatedly deny
the existence of an objective problem. Lazarus (1966) further emphasizes .

this point, noting that defense mechanisms result I 1 a reduction or
elimination of perceived stress via their effects on tihe individual's
interpretation of the situation; the objective situation remains un-
changed.

Defensive responses that distort reality but do not change tie objective
situation are not equally well-suited for all contexts. If the de-
fensive coping lielps a person to control his/her emotinns so that they
can deal with the situation, it has a beneficial effect. Coping might
have a negat ive effect , however, if i t were t o encourage the person to
i jrrore the situati-on indefinitely rather than face it. As Lazarus

1966) states, "lefense is only adapt ive when it a I lows the individual
to be more comfortable while not being seriously disturbed in other
ongoing activities,' (p. 289).

A relatively large numher of f i: I .rrd laboratory studies have been
Ctodrcted that pertain to the issue of differences in coping activities
under varying degrees of threat or anxiety (Fenz, 1962; Goldstein, 1973;
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Janis & Feshbach, 1953; Mechanic, 1962). Degree of threat refers to the

amount, imminence and likelihood of harm (Lazarus, 1966, p.43). In many

. of the investigations, researchers have examined the individual's coping

activities in response to a specific, salient, threatening or dangerous
" condition. Janis and Feshbach (1953) investigated the effects of three
* "different degrees of threat on subsequent dental-hygiene practices among
* high school students. Degree of threat was manipulated by the presenta-

tion of persuasive communications stressing high, moderate or no po-
tentially h,.rmful consequences for not conforming to recommended hygiene

- practices. The results suggested that students in the high threat
condition were more likely to demonstrate an "avoidance" tendency than
were students in the moderate and no fear appeal conditions. Similarly,,. -
Fenz and his colleagues (Epstein & Fenz, 1965; Fenz & Epstein, 1962, ,. p
1968; Fenz & Jones, 1972) conducted a series of studies investigating
subjective changes in response to stimuli associated with sport and
military parachuting. In one study, Fenz and Epstein (1962) asked
novice parachute jumpers to develop stories for Thematic Apperception
Cards that varied in their degree of relevance to an impending jump.
They found that defensive denial occurred most frequently in response to 9.

the cards most closely associated with upcoming parachute jumps.

Other studies of coping activities in response to high threat conditions
provide evidence to suggest that personal and situational characteristics

"" may mediate the relationship between high threat and defensive coping.
Anderson (1977) investigated coping behaviors and economic performance

of ninety businessmen over a two-and-a-half year interval following a
major flooding disaster. Among the results obtained, Anderson found
that performance was curvilinearly related to perceived stress. In
addition, Anderson found that locus of control was significantly associ-
ated with both perceived stress and subsequent coping activity. Persons
classified as internals, who are characterized by the belief that out-
comes are contingent on their behavior, were found to perceive less
stress and engage in fewer emotion-focused activities than externals,
those persons who believe that outcomes are due not to their own be-
havior but rather a result of luck, fate, chance, or the control of
powerful others. The Anderson study does not provide information on
specific defense coping activities in relation to degree of perceived
stress but the findings do suggest that stable individual differences
may influence the relationship between threat and defensive coping.
Further, while performance did decrease under higher levels of perceived
stress, the study does not provide any information regarding the po-
tential relationship between a decrement in performance and dysfunc-
tional or inadequate defensive coping.

Summary. Psychodynamic investigations of coping are based on the

assumption that coping activities are defense-oriented processes de-
signed to reduce or minimize emotional tensions associated with intra-
psychic conflicts. The degree of threat or anxiety from this intra-
psychic conflict is thought to influence the choice and use of par- ''
ticular coping mechanisms. Yet it is also clear that defensive, emotion-
focused, coping activities associated with the psychodynamic approach
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will provide only a partial accounting of the coping domain. Defensive

coping activities that reduce emotional distress do not directly alter
the objective situation; in cases of prolonged or severe stress, such
defense mechanisms are often insufficient for ameliorating the threat.
In these instances, individuals may engage in cognitive and behavioral -
coping activities designed to alter the objective conditions associated
with the threat, activities outside tile psychodynamic domain. There-

fore, a comprehensive account of the coping domain will most likely need
to include both problem-focused as well as emotion-focused coping
processes.

In addition, psychodynamic theories of defense mechanisms are primarily
loose and descriptive (cf. Lazarus, 1966). Defense or coping activities
are not well classified with respect to which mechanisms might be pre-
dicted for use under varying conditions of anxiety or threat. Similarly,
different defensive activities are not ordered in terms of their adap-
tive value, making interpretation of findings difficult across studies
in which different defensive mechanisms were measured. Perhaps more
importantly, degree of threat has not been standardized across studies to
independently of the responses made to the perceived threat. Therefore,
integration of the evidence is not possible regarding the degree of the

relationship between threat and defensive coping. Moreover, studies
derived from this approach have generally failed to examine differences
in the objective conditions that facilitate emotional stress, as well as

the subsequent outcomes associated with particular coping mechanisms. In
light of all of these concerns, further clarification of the linkages in
the psychodynamic approach is essential. Such clarification is necessary
before practitioners concerned with assessment and prediction of in-

dividual adaptation to stressful environments might make use of this
theoretical approach.

Person-Invironment (P-E) Relational Approaches. Unlike psychodynamic
models, tile person-environment (P-E) or relational approaches assume
that coping activities are motivated by the individual's appraisal of
the relationship between him or herself (tile person) and the environ-
ment. Stress is defined in terms of the individual's appraisals of this
relationship. P-E relations that are appraised by the individual as
taxing or exceeding his/her resources and as endangering his/her well-
being are defined as stressful (Folkman, 1984), while those appraised
otherwise are not. Two major relational. models of stress and coping
have been developed: the P-E fit model which was discussed earlier in
this chapter (French, Rodgers, & Cobb, 1974; Van Harrison, 1978) and the
transactional model (Lazarus, 1966; 1980). In both models, c 'ping
activities refer to the cognitive and behavioral strateg ies by which
persons attempt to manage perceived stressful relations. °|he details of
each model in terms of coping and associated empirical research are

discussed below.

The Person -lEnv i ronmTn t (P-F) !F i i -Model. Accord io, to thle seminal work V
with the '-E model by French, Rodgrs, and Cobb (1974), coping act iv it is
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are motivated by the individual's perception of deprivation that results w-
from a "misf't" of personal motives (e.g., need for social affiliation)
with environmental supplies (e.g., opportunity for team work) and per-
sonal abilities with environmental demands (e.g., role requirements).
French et al. (1974) identify three types of coping techniques that can
be distinguished in terms of their target for change. These three are
environmental mastery, adaptation, and defense activities. Environ-
mental mastery refers to those activities designed to change the ob-
jective environment by altering the quantity of environmental supplies
or demands that pertain to the individual. The second form of coping,
adaptation, refers to activities in which the individual attempts to
alter his/her objective skills and abilities in the direction of per- ha.
ceived environmental demands. Defense activities, a third form of
coping, are defined as the cognitive activities by which individuals may
alter or distort perceptions of the objective environment or objective
self. It is noted that this last form of coping is similar to the
psychodynamic coping mechanisms described earlier, since these activities
may be unconscious and are used to reduce subjective perceptions of P-E
misfit rather than to attempt changes in the objective situation.

Investigations ,f the P-E fit model have focused primarily on the re-
lationship between objective work conditions, perceived stress and " "
stressrelated work and health outcomes in relatively unchanging P-E
relationships (see previous sections on environmental stressors). Very
little attention, however, was paid to the mediating influence of coping
activities per se on each of these linkages. As Folkman (1982) suggests,
the P-E fit model may be most useful for investigation of specific job .
environments characterized by monotony, boredom and few options for
coping. Therefore, the feasibility of P-E models in these settings will
be discussed in more detail later in the section on situational variables.
Also, since such P-E models have somewhat limited generalizability, we
turn to transactional models of coping. .. -

Transactional models. The transactional model of coping and stress that
was recently developed by Lazarus and his colleagues (Folkman & Lazarus,
1980; Lazarus, 1981) stimulated a number of research investigations into
the domain and influence of coping activities. Similar to the P-E fit
model, the transactional model places strong emphasis on the relational
quality of stress appraisals. In additon, the model assumes a process-
orientation In which person-environment relationships are characterized ""
as dynamic and reciprocally related. Cognitive appraisals of tile person-
environment relation are distinguished in terms of primary and secondary
appraisal processes. Of these, primary appraisals refer to the in-
dividual's initial evaluation of P-E transactions in terms of their
significance, while secondary appraisals evaluate coping resources and

" opt ions.

" Stressful appraisals at the primary stage are further distinguished in
terms of their orientation: harm/loss, threat, or challenge. Harm/loss
appraisals refer to damage to well-being already done. 'Threat appraisals
refer to transactions that signify a potential for harm or loss. %
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Challenge appraisals refer to transactions that provide an opportunity ..

for growth, mastery or gain. Each type of appraisal is characterized by
a complex set of emotional responses posited to be associated with the
selection and use of various coping strategies. Thus, consistent with
the relational (or P-E) approach, coping is defined as the "process of
managing external and/or internal demands that tax or exceed the re-
sources of the individual," (Lazarus, 1981).

Folkman (1982) further identifies two major functions of coping: problem-
focused and emotion-focused. Problem-focused efforts represent attempts
to manage or alter the sources of stress; emotion-focused activities
apply to the regulation of emotional responses. Folkman points out that
both types of coping activities may include cognitive or behavioral
strategies, and may be elicited in response to either primary appraisals
that signal harm, threat, or challenge, or to secondary appraisals that
evaluate coping resources and options. Also, both problem-focused and
emotion-focused coping activities may either impede or facilitate sub-
sequent coping efforts. For example, the use of emotion-focused activities
in response to primary appraisals of threat may facilitate subsequent
problem-focus'ed activities. This might occur by reducing the disruptive
influence of anxiety and thereby allowing the individual to identify
problem-focused activities that would target effective management of
stress.

Several studies provide evidence that is relevant to the relational con-
ceptualization of the coping domain. Mechanic (1962), in a non-experimental - '

investigation of graduate student reactions and behaviors prior to,
during, and following preliminary examinations, found that students made
use of a wide range of both emotion- and problem-focused coping activities
across time. Pearlin and Schooler (1978) analyzed interview data ob-
tained from 2300 persons and found three major types of coping: (1)
responses that change the situation, (2) responses that control the
meaning of the experience after it occurred but prior to demonstration
of stress, and (3) responses that control stress after it emerges. The
results indicated differential patterns of coping activities for each
role context, i.e., results were different for work, marriage, etc.
Also, those coping activities that redefined the meaning of the experience
by alteration of goals or values (e.g., devaluation of extrinsic re-
wards, reward substitutions) were most strongly associated with reductions
in reported stress. Pearlin and Schooler suggest that in the absence of
opportunities to change the situation, the individual's psychological
resources such as self-esteem and perceptions of competency will be the
most important determinants of stress management. They add, however,
that coping interventions are least effective in the work context.

A study by Folkman and Lazarus (1980), found somewhat different results
from those of Pearlin and Schooler (1978). After collecting interview
and questionnaire data about stressful events, the information was
classified by situational context (i.e., work, family, health, etc.) and
whether problem-focused or emotion-focused. In contrast to Pearlin and
Schooler's (1978) findings about work, Folkman and Lazarus found higher
frequencies of problem-focused coping in the work domain as compared to
family- or health-related domains, In addition, Folkman and Lazarus
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found that sixty percent of the work events reported were interpersonal
and that thirty-two percent of all work events were judged to be modifi-
able. In almost all cases, both problem- and emotion-focused coping
efforts were used. Thus, Pearlin and Schooler found that coping was in
general not effective in the workplace while Folkman and Lazarus found
it was. Folkman and Lazarus suggest that different methodologies for ' S

eliciting information may account for the discrepant results. They
argue that Pearlin and Schooler only elicited information about enduring

problems and failed to sample the domain of episodes that had been
resolved. The two studies agree, however, that emotion-focused coping
did increase in situations the individual appraised as not amenable to
change.

In a field study investigating cognitive appraisal and coping among
nursing students, Parkes (1984) applied exploratory factor analytic
techniques to "Ways of Coping" (Folkman & Lazarus, 1980) questionnaire
data collected over a one-year period. Results obtained revealed an
optimum three-factor solution. What was particularly interesting in the
findings was that coping activities may not be best represented by
distinctions between problem-focused and emotion-focused coping. The
three factors obtained by Parkes pertained to the tendency to use coping,
and to more specific coping activities. In addition, the findings
showed that emotion- and problem-focused activites are often significantly

intercorrelated and both are used in almost all coping transactions.
Parkes suggests that the empirical solution she obtained may be more
useful for future investigations in which different types of coping
strategies may be used simultaneously or sequentially over time.

Recently, Folkman (1984) has extended the transactional theoretical -. "
formulation of stress to consider the role of personal control in the
choice and implementation of coping activities. She provides a pre-
liminary but detailed theoretically-based analysis of how perceptions of
personal control might influence coping activity. A full review of this
conceptualization falls beyond the scope of the present paper, however
specific sections of this analysis for which indirect empirical evidence
is available are presented more fully in the following section on In-
dividual Differences. In essence, Fol'-nan suggests that stable individual
differences in perceptions of control can have an important effect on
primary appraisals and alter the extent to which a transaction is

evaluated as threatening. Perceptions of control may also affect
secondary appraisals of control through their influence on the individual's
evaluation of coping options. As mentioned, the topic of personal
control and its effect on coping will be discussed in more detail in the
next section. It is mentioned here in order to show Its relevance to
the transactional approach and iltistrate the overlap between theoretical
approaches.

Summary. The P-E relational approach extends the domain of coping
activities to cognitive and behavioral strategies that focus on altera-
tion of the stressful transaction. In contrast to psvchodynamic approaches,
relational views emphasize the individual's appraisal of his/her re-
sources and motives in relation to environmental supplies and demands.
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Tile P-E fit model developed by French and his colleagues provides a %

useful framework for the investigation of coping activities in P-E
contexts that are characterized by structural inflexibility. Conversely,

the transactional approach developed by Lazarus and Folkman provides a
conceptual framework for investigation of coping activities in complex,
dynamic contexts.

Unfortunately, relatively little direct empirical research on coping ,
activities within these frameworks has been conducted to date. One
important reason for this state of affairs appears to be related to the

difficulties involved in the measurement o coping. Coping activities
are frequently measured via retrospective self-reports made in response
to structured interviews and questionnaires. These interviews and
questionnaires, however, may be inadequate to identify tie full domain
of coping activities. Many factors must be considered including the
target of coping activity, the situational context of the perceived
stress, the length of time over which the activity took place, the fre-
quency and duration of the stressful episode, and the extent to which
the situational context is amenable to change.

A distinction has been made between coping activities that are problem-
focused versus those that are emotion-focused. Often coping includes
both of these strategies, and it has been suggested that other ways of

thinking about coping might be more productive. Also, coping strategies
may differ as a function of the situation, such as work versus family or

controlled versus uncontrollable. Yet it is also true that while all of
the above variables help to define coping activities, they do not

necessarily determine adaptational outcomes. These outcomes, or the
efficiency of coping activities, are alfs multifaceted and are inter-
preted largely through the interests o e investigator. Thus, pat-
terns of coping may reduce the individual's perceptions of "misfit" or
subjective stress appraisals with no apparent effect on organizationally-
relevant outcomes. Conversely, coping efforts may involve cognitive and
behavioral activities that substantially influence organizationally-
relevant outcomes. Therefore, to the extent that personally- and

organizationally-relevant adaptational outcomes overlap, particular
patterns of coping activity may be identifiable as positively associated .

with these outcomes.

Individual Differences Apl~rsaclets. Inlividtial differences have long
been recognized as impor tan t determinan t s of perceptions of stress and
coping activities. Demographic and background variables such as age,
sex, education and previots experience have been studied as mediators of

the stress-outcome relation. Pswcholgical traits, which were discussed
n (;ha pt er 1 on ''The Person aIlso have been posited to moderate -

linkages between object ive enditions, stress appraisals, coping activities
and performance outcomes. In aiddition, several writers (Lazarus, 1966;

Locke, 1976) suggest that inidivid,,al differences in situation-specific
needs, work va I tes and career ga I s may a ffec t t he extent to wi' i cit
stressful appraisals are made and coping activities enacted. Unlike

trait characteristics, however, indiv'dual differences in values, goals,

-r.v.
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and needs are more difficult to investigate since these variables fre-

quently tend to be multidimensional, dynamic, and situation-specific.
The following section reviews the literature on coping derived from an
individual differences framework. % ,"

Very few investigations have been conducted on the effects of background
and demographic variables on coping activities per se. In their longi-
tudinal study across various aspect" of life, Pearlin and Schooler
examined the use of coping activities as a function of sex, age, education
and income. They report a fairly consistent pattern of sex differences
across situational domains and interpret the correlational results to
imply that men, as compared to women, are more likely to use coping
activities that inhibit stressful outcomes (e.g., optimistic actions).
Significant findings were also obtained for age, education, and income
differences, although the relationships were much stronger in the marital
and parental areas of life than in the occupational context. Thus,
older, better educated, and more affluent persons were found to utilize
more optimistic coping strategies as compared to younger, less educated,
and poorer persons, especially in the marital and parental areas of
life.

personal Control. As mentioned earlier, the construct labeled "locus of
control" has been investigated in relation to a number of topics in-
cluding coping with varying degrees of threat. Locus of control refers
to an individual's enduring, cross-situational beliefs about control
over outcomes of importance. As formulated by Rotter (1966, 1975),
individuals may be classified into one of two categories on this trait:
internals or externals. Individuals with an internal locus of control
are characterized as maintaining the generalized belief that events are
contingent upon their behavior. Conversely, those with an external
locus of control attribute responsibility for events or outcomes as
noncontingent upon their own behavior (i.e., due to luck, chance, fate,
or control by powerful others).

Rotter's (1966) Internal-External Scale, consisting of twenty-nine self-
- report items presented in a forced-choice format, is frequently used to
* measure an individual's locus of control orientation. Research on the

locus of control construct indicates that, in contrast to externals,
internals are more likely to attribute job events to their own actions

" (Hammer & Vardi, 1981), to perceive more alternatives in a choice situa-
tion (H1arvey, Barnes, Sperry, & Harris, 1974), to exert greater efforts
to control their environments (Julian & Katz, 1968), exhibit less con-
formity (Crowne & Liverant, 1963), and make better use of information in '-

complex problem-solving tasks (Wolk & DuCette, 1974). Locus of control
* has also been found to be negatively related to anxiety; persons with an
* internal orientation tend to be less anxious than externals (Archer,
*. 1979).

A number of correlational, cross-sectional studies have been conducted
to investigate the moderating function of locus of control in the

* .
* °

* . -- ., z. ~ - .
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perceived relationship between job characteristics and stress. Un-
(see Spector, 1982, for a review). Fairly conclusive results are avail- low-

able, however, in several studies investigating the effects of life
stress on illness symptomology (Denney & Frisch, 1981; Kobasa, Maddi, &
Kahn, 1982; and Lefcourt, Miller, Ware, & Sherk, 1981). Basically,
these studies indicate that internals experience less distress than
externals and demonstrate less mental and physical impairment in re-
sponse to life-stress episodes. In short, internals seem to cope with
stress better than externals with regard to illness, but there is little
evidence of this tendency within the work setting. Several studies
provide insight into why this paradox might exist.

in the study by Anderson (1977) that was described earlier on managerial
adjustment following flood damage, internals were shown to use a greater
number of task-centered and problem-solving coping behaviors. Internals
also used fewer emotion-centered coping activities than did externals.
Most significantly, the problem-focused coping activities of internals
were significantly associated with improved performance. Thus, it may
be that locus of control does moderate the relationship between job
characteristics and stress, but does so primarily through association of
particular types of coping with both internals and externals. Support
for this hypothesis is also available from Tanck and Robbins (1979) who
found evidence linking locus of control to coping strategies used in
management of daily problems. Further support for the link between
locus of control, coping activities and long-term adaptation has been
reported by Bracken and Bernstein (1980), Bulman and Wartman (1977) and
Shadish, Hickman and Arrick (1981) for persons exposed to severe accident
vict ins.

Parkes (1984) also investigated the effect of locus of control on cog-
nitive appraisals and coping activities, using first-year nursing
students as subjects. The students were asked to recall stressful
episodes, occurring primarily in the work context, for a one-year
period. The pattern of results obtained indicated that internals, as
compared to externals, reported fewer general coping strategies in
clear-cut situational contexts (i.e., conditions that were clearly
either modifiable or unmodifiable). The internals reported a larger
number of general strategies, however, in situations perceived as un-
certain with respect to amenability to change. Thus, the internals
might he considered to be more sophisticated in their coping activities,
relative to externals. When a situation is clearly modifiable or un-

L modifiable, the internals had fewer coping strategies because the
appropriate activities are more obvious. Similarly, when a situation is
amb iguious, internals had a larger number of strategies because fine
distinctions may have to be made. In addition, the findings reported by
Parkes, as well as those of Pearlin and Schooler (1978), showed that
internals engaged in more problem-focused coping activities and fewer
emotion-focused activities in those situations that were appraised as
amenable to change.

locus o control represents but o1,, conceptualization of the broader
construct of personal control. As reviewed above, the bulk of evidence
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bearing on tihe relationship between locus of control, and stress and

coping suggests that increased perceptions of control over aversive or ..

threatening contexts facilitate tihe use of problem-focused coping activities ---

and better adaptational outcomes. Several theorists and researchers ---
(Averill, 1973; Folkman, 1984), however, have suggested that increased "' *'.'
perceptions of personal control may not always .be beneficial. Following .,.'

a review of the experimental research literature on the relationship I

between personal control and stress. Averill (1973) concluded that ".
three types of personal control may be distinguished: () behavioral'il

control (direct action on tihe environment), (2) cognitive control over .'
the interpretation of events, and (3) decisional control (opportunity .
for choice among alternative Courses of action). Averill suggests that
it is the meaning of the control, rather than the type or presence of -
such control, that is most importantly associated with both coping - '

activities and adaptational outcomes. In other words, individuals may

exercise control over a stressful situation in ways that differ in
meaning, such as reacting aggressively versus suppressing the stress.

Although control is exercised in both cases, the meaning of the control
for that situation is what determines whether this particular coping ..- :

strategy (or some other) is adaptive.

"'" Another individual difference construct relevant to stress and coping is """

anxiety, which may be conceptualized as either a state or a trait.-.-- "

Trait anxiety has been demonstrated by the existence of stable individual -..-
differences in susceptibility to anxiety when exposed to stressful

situations (Eysenk, 1979; Spielberger, 1972). By contrast, state $---

anxiety is defined as subjective, consciously perceived feelings of "-'

tension and apprehension, and heightened autonomic nervous system .-- '-._,
activity, often for relatively short periods (Eysenck, 1983, p. 274). :i ---..°_.

In the basic state-trait conceptualization, trait anxiety is assumed to
exert only an indirect influence on stress and coping via its effects on W.

state anxiety. State anxiety is thus determined by interactions between" .'

trait anxiety and person-environment transactions. The bulk of research.

in this approach treats state anxiety as the dependent variable to be
examined in relation to its two major determinants, trait anxiety and

:' ~situational stressors, .-

II- _

Consistent with predictions developed from a state-trait approach,
individual differences in trait anxiety do not appear to influence state
anxiety in non-stressul situational contexts (see Shedletsky & Endler,
1974, for a review). In stressful contexts, however, these individual
differences in trait anxiety are associated with state anxiety, although
differently depending on whether the context involves psychological
stressors (e.c., threat to self-esteem) or physical stressors and
danters (podges, 1968 Lamb, 196)( In contexts involving ego threat or

pvcholic mnallt-oriented stressors high trait anxietv persons demonstrate
hcivher state anxie y than do pariona low in trait anxiety. In contexts
inerlvin physical vne er, both hig h and low trait person. demonstrate

menng uc sTectnhagesielrerufsp rsin the rsts

* hh state anxiet (Morris & leeret 197). Thisepartl coping

ohtained by anxiety stae-trait r ystarchers imply that persons high in d u7
trait anxiety who encounter pibiycolo nical ste e edtstre more likely
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to engage in worry-oriented coping activities than persons low in trait
anxiety.

Another Individual difference characteristic that has received Increas-
tig attention among stress researchers has been tile Type A/B behavior
pattern. As McMlichael (1978) notes, "Type A does not describe a static
personality trait, nor is It a stress reaction; rather it is a style of
behavior with which some persons habitually respond to circumstances
that arouse them," (p. 134). In contrast to Type B Individuals, Type A
Individuals are typically characterized by a constellation of behavioral
predispositions Including perfectionlstlc tendencies, competitiveness,
high needs for achievement, Impatience, time urgency and an inability to
relax. In a review of the research on Type A, Jenkins (1971) concluded
that Type A/B patterns demonstrate cross-situational consistency and can
he reliably rated. Type A behavior has also been repeatedly associated
with Increased coronary heart disease (cf. Price, 1984).

Results of two studies (Burke & l)eszca, 1982; Caplan, Cobb, French,
Harrison, & Pinnean, 1975) suggest that Type A/B exerts an influence on
the individual's selection of his/her Job environment. Caplan et al.
(1975) Investigated individual behaviors in twenty-three job groups and
found systematic differences In the demonstration of Type A patterns
among job groups. In a correlational study of Type A/B and preferred
organizational climates, Burke and Deszca found that, among undergraduate
students who would be seeking employment the following year, Type A
individuals reported greater attraction to work environments that were
compatible with Type A beliefs and behaviors (e.g., competitive). Burke
and Deszca conclude that Type A influences both the selection of or-
ganizational settings and the modification of jobs once attained. Also,
support for the notion that Type A persons perceive more job stress was
obtained in a study of US NASA professionals by Caplan (1971) in which
he found that Type A persons are more prone to perceive stress in po-
tentially stressful contexts. Unfortunately, however, these studies do
not examine how Type A and B individuals may differ in their inter-
mediate coping responses to stress appraisals.

Another group of studies have looked at individual differences in coping
style as well as situational factors that affect the coping process.
Goldsteln (1973) identified three coping styles - avoiders, sensitizers,
and non-specific defenders - and found that subjects from each group
differed from the others in their physiological and behavioral reactions
to laboratory-Induced stressors. Non-specific defenders were found to
be more variable In their responses as compared to avoiders and sensitiz-
ers. Also, avoiders appeared to handle stress by progressively dis-

engaging from the stressful situation, while nonspecific defenders were
found to become more engaged. Two field Investigations by Andrew (1970)
and Delong (1971), using a similar coping style classification scheme,
were conducted to Investigate inividual differences in coping in the
context of impending surgery. results obtained In both studies are
consistent with Goldstein's fltiligs that avoiders and sensitizers were
more affected by situational factors than were non-specific defenders.
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In addition, DeLong found that information about the impending surgery
was most helpful in reducing stress when the form and content of the
information was congruent with the individual's coping style; i.e.,
general information for avoiders and specific information for sensitizers.

Bramel (1962), in a laboratory study of the effects of situational
factors on the relationship between threat and defensive coping, showed
the importance of the individual's alternatives. lie concluded that
choice of a defensive coping process is based, in part, on the individual's
appraisal of the viability of alternatives. Thus, if denial was not a
plausible coping strategy, a person might use projection or intellectual-
ization. Similar conclusions regarding the influence of social situa- - -.-

tional factors on choice of defensive activity were reached by Hackett
and Weisman (1964) following a study of terminal cancer patients.

Individual differences have also been examined in terms of their in-
fluence on coping and adjustment in a variety of specific stressful
environments (Cooper & Green, 1976; Ford & Spaulding, 1973; Lachar, ...... '',
Sparks, Larsen, & Bisbee, 1974). Lachar, Sparks, Larsen, and Bisbee
(1974) investigated the utility of personality self-report inventories
in prediction of short-term emotional adjustment among new air force
recruits. Self-report inventories tailored to the situational context

were found to be better predictors of adjustment than general purpose
inventories. Scale item analysis suggested that previous adjustment to
high school authority figures and societal limits, previous social and
emotional aojustment and present motivation for success in the position
are importantly related to emotional adaptation and positive adapta-
tional outcomes in military basic training. Lachar et al. (1974)
suggest that sucl scales could be used as the first stage in a suc-
cessive-hurdles approach for the identification of applicants who are
most likely to fail to cope or adapt.

Cooper and Green (1976) investigated the effects of demographic vari-
ables and personality characteristics, as indexed by the 16PF, on task
performance, supervisory skill and personal qualities among 64 Royal Air
Force personnel stationed at two isolated island bases. The results
obtained indicated an association between Factor F (sober vs. enthusiastic)
and work performance on the task and supervisory dimensions. Cooper and
Green interpreted thieir findings to indicate that enthusiastic per-
sonality characteristics may play a key role in adjustment and work
performance in isolated work environments.

Finally, Ford and Spaulding (1973) investigated the effects of imprison-
ment on subsequent coping among crew members of the USS Pueblo. Eighty-
two crew members were psychiatrically evaluated immediately following
release from captivity in North Korea. Demographic and personality data
were obtained and individuals were classified into one of two groups ."-

based on psychiatric evidence of the individual 's adaptntional coping.
Results obtained indicated few significant differences between ti ___e_

successful and iunsuccessful coping groups on demographic variables.
A number of different strategies, however, were found to distinguisli
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adaptative coping; group members who adapted more successfully were
characterized as using more problem-focused coping approaches (e.g.,
sizing up the situation, deciding how to handle the stress). - "

Summary. Although a variety of individual differences have been in-
vestigated in relation to stress and coping, the use of different
operationalizations of stress and coping precludes direct comparisons
across studies. In general, locus of control and trait anxiety represent
two personal traits that have been theoretically and empirically linked
to the prediction of stress and coping activities. Background and
demographic variabl.s have also been associated with both coping activities
(Pearlin & Schooler, 1978) and adaptation outcomes following longer-

term specific stressful encounters (Cooper & Green, 1976; Lachar et al.,
1974). As Lachar et al. (1974) suggest, these findings may be most
useful in the early identification and screening of applicants for high-
risk stress-related job positions. Type A/B research, which has great
potential relevance in this area, has focused primarily on the physical
health consequences of Type A behaviors. However, recent research by
Caplan (1971) and Burke and Deszca (1982) does suggest that individuals
may self-select jobs on the basis of perceived person-environment fit.
Thus, type A individuals were found to prefer organizational settings
consistent with their behavioral predispositions. Unfortunately,
however, the lack of research investigating differences among Type A
individuals in the use of coping strategies to deal with these job
contexts does not allow for more refined predictions of adaptational
success in this group. 0, q

Situational Variables.

In the beginning of this paper's discussion on coping with stress, it
was argued that coping is an activity that uniquely illustrates the
interactionism in behavior. This is because coping activities are
chosen in response to both personal and environmental characteristics
and, more specifically, in response to the perceived relationships or
fit between these personal and environmental characteristics. These
relationships are highly complex, and thus it is difficult to pin down
exactly how or why a particular coping strategy is employed in a given
situation b a given person. The three theoretical approaches to coping
that have been discussed have each attempted to answer these questions,
but an additional class of variables has also been investigated with
respect to how coping nway be modifed by the situation. fliese situa-
tional factors are discussed in this section.

Situational variables hive been posited to influence the stress and
coping processes in psychodynamic, relational, and individual difference
approaches to the topic. For purposes of this review, the situational
factors that are relevant to stress appraisals and coping may be dis-" " -

tinguished in terms of the manner and level at which they exert their
influence on the individual. Thus, organizationally-controlled in-
centives, in the form of pay, contingencies, promotion and transfer
opportunities, constitute a potentially important characteristic of I
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work environments. Similarly, in a relational view, the individual's
appraisals of the P-E transactional context with respect to personal
well-being may be substantially influenced by the type, size, and

specific contingencies associated with incentives for performance offered

by the organization. Contingencies associated with specific promotion

or compensation systems may, for example, facilitate or modify primary
appraisals of threat, loss/harm, or challenge. The specific linkages

between rewards and criterion performance behaviors may also effect
. secondary appraisals that identify the range of coping options available

and their relative efficacy in reducing perceived stress.

The situational factors related to the social-psychological context of
work are those variables that are frequently associated with department

or unit characteristics. Thus, social-psychological characteristics of
the work context may be influenced by supervisory style and perceived
co-worker social support. Also, as with incentive-related factors,
social situational variables may exert their effects at multiple points

in the process between stress-coping and performance.

Specific task-related characteristics also exert an influence on stress
and coping activities. The effects of noise, extreme temperatures,

* dangerous environments, monotony, role conflict and ambiguity, and work-

load on cognitive, behavioral and affective indices of stress outcomes
have been reviewed previously. In addition to these factors, specific

task characteristics that relate to the predictability and control-

lability of stressor occurrence in the work context may be important in
influencing both perceptions of stress and coping activities related to
performance following the stressful episode. The following section will
review research evidence on organizationally-controlled, social-psycho-

logical, and task-related characteristics of the work context as they

affect the stress and coping processes.

_rganizationally-Controlled Variables. Of the organizationally-controlled

variables that have been suggested as influencing the coping process,
perhaps the primary one concerns the incentives offered by the organiza-
tion. These incentives might affect both emotion-focused and problem-
focused coping activities. For example, assume that an organization's
most salient incentive was quick promotion of its employees, and that a

particular employee had to cope with the stress related to a recent
promotion. In this situation, the employee might cope by cognitively

emphasizing how wonderful it is to advance quickly and thereby suppress
feelings of anxiety (emotion-focused)., Alternatively, coping might take
place by actively immersing oneself in the new position (problem-focused). W7
The point in this example is that coping might take place in an entirely
different way if the organizational incentives were different, e.g., If
the organization emphasized support systems for employees. Unfortunately,

research on the effect of incentives has not examined, in detail, how
these incentives affect individual performance in terms of coping
activities. Similarly, although it seems plausible that organizationally-

controlled variables other than incentives could influence coping,
research on these variables has concentrated on areas other than coping
activities.
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Social Situational Variables. Relational researchers have identified
social situational factors as an important determinant of stress and
coping processes, positing that these factors exert influence in the
workplace in two major ways. Folkman (1984) suggests that social re-
sources represent important buffering strategies for dealing with per-
ceived stress. A second suggestion is that social support (from super-
visors, friends, etc.) may exert an influence on perceptions of stress
by modifying perceived role expectations and demands (Katz & Kahn,
1966). The following studies examine these issues in more detail.

Kobasa and Puccetti (1984) investigated the effects of personality and
social support as moderators of the relationship between stressful life .-

events and illness among 170 male, middle- and upper-level executives in S
a questionnaire survey. Two aspects of perceived social support, re-
lations at work and at home, were measured along with personal hardi-
ness, a personality construct referring to a constellation of person-
ality characteristics (i.e., commitment, control, and challenge) that
influence both appraisal and coping strategies selection. The results

obtained indicate several interactions between hardiness and social
support. Personal hardiness was significantly associated with decreased
illness symptomology. Similarly, executives under high stress who
perceived support from their boss demonstrated less illness symptomology
than did executives without work support. Finally, family support was
associated with increased reports of illness, but only for persons low "-. -
in hardiness.

Kobasa and Puccetti interpret their findings in terms of Lazarus' trans-
actional approach. They suggest that work support may function to
modify the individual's appraisal of threat by providing emotional
support (i.e., recognition that the individual is "not alone") and
facilitating effective problem-focused coping strategies. Kobasa and
Puccetti also suggest that the unexpected findings of a positive re-
lationship between family support and illness for low hardiness in-
dividuals may be due to the nature of coping strategies facilitated by
family support. They argue that family support, in terms of increased
expressiveness, may encourage emotion-focused coping even when problem-
focused coping might be more adaptive. Thus, although direct evidence
is not availabe, the type of support one receives may influence both the
strategy and the effectiveness of coping.

Wells (1982; used a survey questionnaire to investigate the effects of
perceived sccial support in four iiterpersonal relation domains (super-
visors, spouse, co-workers, and friends and relatives). Specifically,
Wells was interested in the relationship between objective job condition

and perceived stress among blue-collar workers. Similar to the findings
obtained by Kobasa and Puccetti (1984), supervisor support was found to
exert a significant effect on four (of nine analyzed) perceived stresses,

while spouse support significant ly affected only one perce.ved stress.
In contrast to Kobasa and Puccetti (1984), however, friend and relative
support was found to exert an influence on three perceived stresses.
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The differences obtained between these two studies may be Cue to the
different classification schemes used to analyze interper.onal support %
relationships.

Lefcourt, Martin, and Saleh (1984) investigated the hypothesis that
internal locus of control and social support Interactively moderate the
effects of stressful life events and mood disturbance. Three studies
employing a questionnaire methodology were conducted. The results
obtained indicate that locus of control and social support interact in
their amelioratory Influence on negative mood. Thus, social support
reduced the effects of negative life events on mood disturbance only
among those individuals with an internal orientation. Similar results "
were obtained by Sandier and Lakey (1982) in their investigation of
social support and locus of control.

Lefcourt et al. (1984) suggest that their findings emphasize the in-
portance of investigating the Interactive effects of individual dif-
ferences on the stress-outcome relation. In their studies, neither
internal orientations nor presence of social support alone exerted
consistent powerful effects on the stress-outcome relation. As they
state, "Social supports, then, may have different meanings for persons. -
with differing orientations toward their work and social interactions,"
(p. 388). Thus, the value of social support depends not only on its
presence but on the individual's orientation for using these resources
to cope with stressful episodes. Similarly, Lefcourt et al. (1984)
suggest that previous findings that conclude that locus of control
moderates the stress-outcome relation, should be reexamined in terms of
other, potentially interactive variables such as social support.

Task Variables. Task-related situational variables include those
aspects of the work context that emerge as a direct result of the nature
of the work itself. As noted previously, jobs may differ in terms of
the presence and type of stable environmental stressors (e.g., extreme
temperatures, noise). In addition, jobs may differ in terms of the con-
trollability and predictability of environmental stressors. Consistent
with the transactional approach, the pattern and predictability of
uncontrollable environmental stressors may exert an important influence
on the individual's stressful appraisals and subsequent coping activities.

(;lass and Singer (1972) conducted a rumber of studies to investigate the

effects of controllability and predictability of stress episodes on
post-stressor task performance. Their results, and those of other
investigators using a wide variety of stressor events (see Cohen, 1980,
for a review), indicate that after-effects on performance are most
likely to occur following exposure to unpredictable rather than pre-
dictable stressors. In addition, several studies on the effects of '
stressor controllability have demonstrated that perceived control over . .,'
the initiation and termination of the stressor substantially reduced
post stress performance deficits (e.g., Mills & Krantz, 1979; Sherrod & -

*Downs, 1974). Further, research studies extending the Glass and Singer
hypothesis to Investigate the influence of uncontrollability on social
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behavior after-effects provide laboratory evidence that persons exposed
to uncontrollable and/or unpredictable stress subsequently demonstrate
increased aggressive (Donnerstein & Wilson, 1976) and fewer prosocial
helping behaviors (Cohen & Spacapan, 1978; Sherrod & Downs, 1974).

As Cohen (1980) implies in his review of the after-effects research,
several of the more likely explanations proposed for these empirical
findings represent elaborations or modifications of the "adaptive-cost"

hypothesis developed by Glass and Singer. Basically, the adaptive-cost
hypothesis asserts that an individual has limited cognitive (or attention)
resources. Unpredictable or uncontrollable events exact a "cost" in
these cognitive resources because they force an individual to adapt (or
direct attention) to an unforeseen event. This cost then detracts (in
the cognitive resources available) from the individual's normal per-
formance capability. Cohen (1978) suggests that situational contexts
characterized by unpredictable and/or uncontrollable stressors are
associated with both threat appraisals and increased cognitive demands
for evaluation of coping options. Cohen further suggests that prolonged
exposure to this context and/or increased demands for attention result
In cognitive fatigue; that is, there is insufficient attentional capacity
available to perform demanding tasks (cf. Cohen, 1980). %

Cohen (1978) further identified several interesting implications derived
from this cognitive overload explanation of performance and the social
behavior deficits that follow stressor exposure. lie suggests that
inadequate attentional reserves might prompt individuals to focus at-
tention on only those aspects of the environment that are most relevant
to task goals. Social cues unrelated to goal accomplishment are believed
to be neglected In these situations, which then leads to the increased
tendencies for insensitivity to others that have been observed. Thus,
inadequate attentional reserves and the narrowing of attention to only
crucial task demands may also lead to oversimplification and distortion
of interpersonal communications (cf. Cohen, 1980).

In a recent series of laboratory studies, Spacapan and Cohen (1983) in- . -
vestigated the effects of stressor exposure expectations on stress
responses. Consistent with the emphasis by transactional theorists
(e.g., Lazarus, 1966) on subjective appraisals of the environmet, WEJ
Spacapan and Cohen hypothesized that anticipation of exposure to
stressor would produce the same responses and after-effects as dvmo.-
strated by persons actually exposed to a stressor. Results obtained in
three studies provide support for their hypothesis. Subjocts who ex-
pected to be exposed to the stressor demonstrated lower frustration - -
tolerance and increased blood pressure relative to the control groups.
In addition, perceived control over stressor termination reduced the
negative effects and after-effects of anticipated stress exposure.
Spacapan and Cohen caution that, although their findings are very
similar to those found under actuaL stress exposure conditions, It Is
unclear whether both actual and laboratory effects are indeed mediated
by the same psychological proces: 2s.
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Before closing this discussion of coping, a final study is mentioned
that brings together individual differences, job conditions, stressful
events at work, subjective stress, and most importantly, job performance.
Motowidlo, Packard, and Manning (1984) gathered information from nurses
about individual differences, stressful events and feelings about these %
events, as well as independent ratings of the nurses' performance. In
brief, the results indicated stressful events occur more frequently to
younger, Type A persons, and are more intensely stressful for persons
with strong fears of negative evaluation. In addition, highly stressed
nurses are less composed under pressure, and are less sensitive, tolerant,

and warm toward patients and coworkers. Motowidlo et al. (1984) con-
elude that both individual differences and job conditions result in
events that generate feelings of stress, stress that is subjectively
determined and influenced by both the job and the person. Of most
interest, however, is the finding that the increase in stress does have %
an impact on job performance, and causes nurses to be less effective in
dealing with others on the job.

Summary. Situational variables are those aspects of an organization,
social situation, or task that have influence on the manner and level at
which coping activities are conducted. The first class of these, organiza-
tionally-controlled variables, have an intuitive relationship with
coping strategies, but there is little empirical research in the area.

There is some research on social situational variables that has yielded
somewhat mixed results. In general, social support, in particular
support from one's superiors, has been shown to moderate the effects of
stress-outcome relations. Predictability and controllability of antici-
pated and actual stress occurrences are also important moderators of
stress outcomes and subsequent performance relations. Finally, con- -"-

sistent with research conclusions obtained in studies of the effects of
individual differences on stress and coping, researchers investigating

situational variables emphasize the person-situation interaction as a
crucial ultimate determinant of subsequent coping activities. The
recent study by Motowidlo, Packard, and Manning (1984) nicely illustrates
this interaction, and its resultant effect on job performance.

Integration - Coping With Stress. Although there is at present a fair
amount of research related to coping with stress, the research appears
to be a long way from presenting a clear picture of either the coping

process or its results. Basically, the primary purpose of coping
activities is to reduce, manage, tolerate, or minimize perceived stress. . .
The problem, however, is that this process can occur in many different ,
ways and can produce widely varying results. In the preceding dis-
cussion of coping, both the theoretical approaches and the various
moderators of the stress-coping transaction have illustrated what a
complex pattern of interactions is taking place. Therefore, a heuristic
model of stress, coping, and performance is presented in order to placesome "s% U °- '

some structure into this pattern of interactions. As seen in Figure
4.7, the characteristics of both the objective environment and the
person combine to influence subjective perceptions, primary and secondary
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appraisals, coping activities, and ultimately, performance. In addition, .- '

performance outcomes feed back into departmental, task, and personal
characteristics, which may then affect subsequent coping and performance.
While this model is admittedly heuristic, it does supply a conceptual
framework in which coping can be visualized, and the variables affecting %

coping can be presented.

Finally, in closing this chapter's discussion on stress and the many
variables that affect it, it is again emphasized that stress is the
result of the interaction of a wide variety of personal and environ-
mental factors. Because of these complex interactions, it is usually
impossible to describe the exact effect of any one personal or environ- h'.
mental characteristic, or the effect of any one life event or coping
strategy. Stress, like human behavior in general, is a c iamic process
that is sensitive to relatively small differences in perL s, situations,
and their combination. Stress is also highly linked to behavioral
reliability, and an optimal reliability program will take into account
the complexities of the stress process. Thus, it is important that a
behavioral reliability program be flexible enough t1fat it can make
decisions based on the most probable outcomes, yet adapt to meet the ..-

unique needs of each individual case. Such flexibility is necessary
because of the unique interactions that characterize behavior, par-
ticularly under stress. In the next chapter, a particular aspect of
unreliable behavior is discussed, that of substance use and abuse.
Although much of the research described in that chapter relates to
personal characteristics, substance use and abuse is also the result of
the interactions that produce all of behavior.
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CHAPTER 5

SUBSTANCE USE AND ABUSE

There are few categories of behavior that have more obvious Importance
to personnel reliability than those of substance (drug) use and abuse.
Of the two, the negative effects of substance abuse have been far more
extensively documented and studied than substance use alone, but it is
important to realize that even moderate levels of substance use may
easily result in negative outcomes in certain occupations or situations.
Among these negative outcomes are accidents, organizational conflict,
job dissatisfaction, vandalism, absenteeism, turnover, and lack of
productivity. In addition, negative effects may occur indirectly
through such intermediate processes as family conflict or the deteriora-
tion of health. Therefore, an understanding of the factors involved in
substance use and abuse is Integral to an optimal personnel reliability jO
program.

In this chapter, evidence will be discussed concerning psychosocial cor-
relates of substance use/abuse, since it is these variables that com-
prise the potential predictors for a personnel selection and monitoring
system aimed at minimizing this problem. Investigations of these psycho-
social correlates can be divided into two distinct types, those that
have studied addiction, and those that have studied substance use in the
non-addictive range. Studies of addiction have focused on individuals
formally diagnosed as alcoholics or drug (usually narcotics) addicts and
have been carried out in institutional settings, either hospitals,
substance abuse treatment programs, or criminal detention facilities.
In addition, nearly all of the alcoholic samples that have been studied
have been middle-aged or older. On the other hand, investigations of
substance use in the non-addictive range have studied correlates of
alcohol and illicit drug (e.g., marijuana) use in non-addicted samples,
usually with high school and college students. Thus, one body of research
that involves addiction provides evidence related to prediction at the
upper end of the substance abuse continuum with primarily middle-aged,
institutionalized subjects, while the other body of research pertains to
prediction in the more normal range of the continuum with younger,
student groups. In the next two sections, research findings will be
described separately from each of these two bodies of investigation. In
the final section, these findings are integrated and evaluated In terms
of both the similarities and differences among them and their implica-
tions for personnel reliability programs.

Psychosocial Correlates of Addiction

The term "addiction" may be defined as a compulsive physiological or
psychiological need for a given drug or drugs,. In the ensuing discussion,
the correlates of both alcoholism and druig addiction will be jointly de- -

scribed under Hits rubric of "addiction", since the two groups fre-
quently share common personality characteristics. Detailed evidence to
support this procedure will be given later, but four studies are mentioned
now in order to Illustrate this striking similarity between alcoholics
and drug addicts. In an early review of findingsq with the Minnesota
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Multiphasic Personality Inventory (IMPI), Hill (1962) concluded that
antisocial predisposition was the central contributing factor in both
alcoholism and drug addiction. This conclusion was partly based on
Hill's own finding of a dramatic similarity in the mean profiles of
samples of 184 alcoholics and 192 drug addicts (as well as 195 criminals)
(Hill, Haertzen, & Davis, 1962). Further support for the MMPI similarity
of military alcoholics and drug addicts was later provided by Black and
Heald (1975). Finally, Kranitz (1972) found that sizable alcoholic and
heroin addict samples obtained virtually identical mean scores on the
alcoholism scale developed by MacAndrew (1965), and suggested that the
scale measures a general addictive propensity.

In order to identify and predict which individuals are most at risk for
substance abuse problems, a number of different measures have been
developed. One obvious approach to this problem is simply to ask in-
dividuals directly about their typical substance use behavior, using
questions such as "Can you stop drinking without a struggle after one or
two drinks?" or "Do you feel you are a normal drinker?" In a review of
self-report scales designed to detect alcoholism, Miller (1976) termed

scales constructed from such items as "direct" alcoholism scales, in
contrast to the "indirect" scales from traditional personality inventories ."-".

that will be discussed later. The most recent and extensively validated
of the "direct" alcoholism scales is the Michigan Alcoholism Screening
Test (MAST). Introduced by Selzer (1971), the original MAST consists of
25 yes-no questions, two of which are given above.

The MAST has demonstrated substantial validity in differentiating diag-
nosed alcoholic from nonalcoholic samples. It has correctly classified
hospitalized alcoholics at rates of 97 percent and better (Selzer, 1971;
Moore, 1972; Favazza & Pires, 1974; Selzer, Vinokur & van Rooijin, 1975)
and outpatient alcoholics at a rate of 94 percent (Selzer et al. 1975).
However, some concern has been expressed about the number of people
falsely classified as alcoholics by the scale. This has been 5 percent
(Seizer, 1971) and 13 percent (Moore, 1972) in control samples screened
for alcoholics, and between 17 percent and 33 percent in six separate
unscreened samples (Favazza & Pires, 1974; Selzer et al. 1975). Since
an individual is predicted to be an alcoholic when his/her score on the
MAST exceeds a certain cutoff, changing the cutoff score could alter the
level of these results.

Regardless of the optimal cutoff score, the MAST is clearly capable of
sorting individuals along the alcohol abuse continuum. This contention
is further supported by the finding that samples manifesting inter-
mediate levels of alcohol abuse, suchi as drunk driving and drunk and
disorderly behavior convictions (Selzer, 1971) and borderline alcoholics
(Moore, 1972), obtain mean scores falling between those of alcoholic and
nonalcoholic control samples. Expressed in correlational terms, the
point-biserial validity of the MAST has been reported as .90 in an

extreme comparison (hospitalized alcoholics vs. drivers license renewal .

applicants) and .79 in a less extreme comparison (pooled inpatient and
outpatient alcoholics vs. pooled license applicants and traffic law
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violators) (Selzer et al. 1975). In the same investigation, a shortened
MAST (SMAST), consisting of 13 unit weighted items, demonstrated point-
biserial validities of .94 and .83, respectively, in the two comparisons
described above. However, all of the impressive results that have been
reported for this particular example of the direct approach to alcoholism
detection have been obtained under circumstances conducive to honest
responding. Given the obviousness of its items, it seems very likely
that the MAST would be far less valid in most selection contexts.

In contrast to the direct approach of identifying potential substance
abusers, most well-known personality inventories work indirectly by
assessing the personal characteristics typically associated with al-
coholics and drug addicts. Thus, items in these inventories might
measure an individual's emotional adjustment under the hypothesis that
this adjustment is related to a criterion such as substance abuse. A
large proportion of the research done in this way has made use of the
Minnesota Multiphasic Personality Inventory (MMPI).

The MMPI (Hathaway & McKinley, 1940) was empirically constructed based
on the strategy of contrasting groups. In this procedure, two groups
that differ with respect to some attribute (e.g., schizophrenics vs.
normals) respond to a set of items, and those items that best separate
the responses of each group are retained in a scale for use in diag-
nosing or predicting that attribute (schizophrenia). Although originally
intended for clinical use in identifying certain abnormal conditions,
the MMPI scales have since been shown to have meaning within the normal
range of behavior. Also, the item pool of the MMPI has spawned con-
struction of numerous other scales, including scales specifically aimed
at alcoholism. The scale developed by MacAndrew (1965) was mentioned
earlier as yielding nearly identical scores for both alcoholics and drug
addicts. Other alcoholism scales have been constructed by Hampton
(1953), Holmes (reported in Button, 1956), and Hoyt and Sedlacek (1958)
by contrasting the item responses of alcoholics and normal controls.

The most common approach to validating both the original (or clinical)
MMPI scales and the alcoholism scales developed from the MMPI has been
to compare scale mean scores between substance addicts and appropriate
control samples. The statistical index resulting from this comparison,
the t-ratio, can then be tested for statistical significance and con-
verted to a correlational index for comparisons across investigations.
The majority of these investigations have sought to discover the per-
sonality characteristics that differentiate addiction from other types
of deviance, a concern that is not relevant to most organizational 7 .
situations. Only eight studies were located in the literature that
reported the most relevant information for organizations, the differences
between substance addicts and normal cont rols on the MMPI clI inical
alcoholism scales. These results are summarized in 'Fable 5.1 as point
biserial correlations that were calculated from the t-ratios or means
and standard deviations provided in the original articles (conversion .
formtlas from GIss, 1977).

8 3
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It can be seen in Table 5.1 that onIy one of tlie eight invest i gat ions
has reported resul ts for drug addicts, while the remaining seven lhve
studiled al1cohn tics. 'lno h wlecomparisons listed in the table
involved males. The first six investigations I isted were concurrent in
design, while the last two represent articles based on a predictive ,--'..'
des ign in which the coIl ege HMP Is of a group of midd Ie-aged alcoholis ics
were located. Given the 13-year average for the predictive time lag in
these invest igat ions, it is understandable that the correiations in the 
hot tom two rows of Table 5. 1 are far lower than those derived from the
concurrent investigations.

Validities are shown in Table 5.1 first for the ten WIN clinical scales
and then for the four alcoholism scales. The results clearly show the
relationship between HIMPI. scores and addiction, i.e., substance addicts
score much higher on HMPI scales than do normals. Among the clinical
scales, this tendency is most l)ronounced for the Psychopathic Deviate
(Pd) scale. This scale, designed as a measure of antisocial tendencies,
was derived from the item responses of a sample of psychiatric delinquents,
including some alcohIol abusers (McKinley & Hathaway, 1944). The De-
pression (D) scale appears, based on the rather limited evidence in the

a-il)I e, to be the second most valid clinical scale for predicting ad-
dict ion, its val idity actual Iy slightly exceeding that of Pd in the one
drug, addict invest igation. Final ly, the remaining clinical scales also
appear to yield higher scores for addicts than normals, although these
relationships are less consistent and well-documented.

In regard to the alcohol-ism scales, it appears in Table 5.1 that the
Hampton scale and the Holmes scale obtained the highest validities,
while the acAndrew scale performed less well. The lHoyt and Sedlacek
sca1le did quite poorly in all investigations except that in which it was
first developed. Yet, while the better alcoholism scales yielded very
good validities, they demonstrated no clear superiority over certain
clinical scales such as Psychopathic Deviate (I'd) or Depression (D).
Thus, both clinical and alcohol ism MMPI scales appear relevant to
ident if ication and prediction of substance abusers in comparison with
norma Is.

It was previously stated that the results in Table 5. 1 fuggest eleva- -

tions on all- NMI' clinical scales for substance addicts relative to
normals and that, of these, Pd produces the greatest differentiation
between the groups. Furt-her suppert for Lhis c iMention can be found in
the estensive I ite rat ure in whi clh norm-hased MIM' I profiles of a large
ii umbe: of substance addict sampleq have been presented. Pepresentative

Lof the resul;ts for alcoholics is the description of the mean profile of "
a sample of over 1,000 white male alcoholics by Ihoho and lowler (1976).

In this mean Il'l profile, all of the clinical scales were elevated at
least one standard deviation above the mean I'd and 1) were over two . -

stadird deviations above the m, ii, and I'd s howed the greatest elevation.
The description of a comparabl -- ,-ed sample (N=871) of male narcotics
addicts bY lerzins, Noss, and ;,, (1971) showed exactly the same
results, except that tie third hi. ,h(,,i t ;cale in the mean profile, the
Sc hizophrenia (:;c) scal , was aI o over tw, standard deviations above
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the mean. Numerous MMPI descriptions of smaller samples of drug addicts
also provide supporting results (e.g., Hill, Ilaertzen, & Glaser, 1960;
Hill, 1aertzen, & Davis, 1962; Olson, 1964; Gilbert & Lombardi, 1967;
Sutker, 1971; Schoolar, White, & Cohen, 1972; SutKer & Allain, 1973;
Black & Ileald, 1975; Jarvis, Simnegar & Traweek, 1975; Zuckerman, Sola,

, Masterson, & Angelone, 1975).

In all, 14 of the investigations previously cited have reported mean
MMPI profiles for a total of five alcoholic and 19 drug addict groups.
Of the 192 means reported on eight MMPI scales (His, D, lfy, Pd, Pa, Pt,
Sc, Ma) across these 24 samples, 191 are elevated above the mean, and
most are more than a standard deviation above. Nineteen of these 24
samples showed the highest mean elevation on Pd, while in four samples
Pd was second highest, and in one sample it vas third. All five samples
in which Pd did not show the highest elevation consisted of individuals
habituated to the use of "soft" drugs, such as amphetamines and hal-
lucinogens, rather than narcotics. In each of these cases the Pd mean
was exceeded by elevations on one or both of the "psychotic" Scl'izo-
phrenia (Sc) and Mania (Ma) scales, elevations attributed by Zuckerman
et al. (1975) to the effects of these drugs rather thai enduring per-
sonality dispositions. Otherwise, all five alcoholic, all 12 narcotics
addict, and 2 of the 7 "soft" drug abusing samples showed their highest
elevations on Pd. These 24 samples consisted variously of males and
females, blacks and whites, teenagers and adults, military and civilian
individuals, and substance addicts tested from the early 1950s through
the mid-1970s. Clearly, the Pd scale represents a robust and effective
predictor of substance abuse, while all other t'ThI clinical scales have
documented validity as well. Further, the MMPI alcoholism scales have
also demonstrated their efficacy in identifying substance abusers.

Non-!MPI techniques. The limited research that has been carried out on
alcoholics and drug addicts using personality assessment techniques
other than the MIN further supports antisocial disposition, the di-
mension measured by Pd, as the personality characteristic most strongly
related to addiction. For example, Kurtines, Hogan, and Weiss (1975)
administered the 18-scale California Psychological Inventory (CPI) to 59
white male heroin addicts. Although no normal comparison group was
employed in this investigation, the addicts obtained their lowest t-
score mean on tie Socialization (So) scale, the CI scale most directly
targeted (through low scores) at antisocial dispostton.

The individuals' previous history of antisocial behavior, such as arrest
or pr blems with school authorities, provides another source of in-
dicators for the nntisocial dispostion construct. Items of ths type
are often referred to as biographical data -r biodata, and are sometimes
inl ouded in personality inventories inc uding tlie MIND Pd and C[I So
scales . The twa i tems mentioned above, umber of arrest and problems

With School ai1thoritIe!;, were found by Plag and (4offman (1973) to
significantly differentiate a sample of 98 Naval recruits who admitted"
to a Ii istory of drug abuse (aind were suh( lentL Iv (I ischiar ,ged from the .--
Navv) from a control sample of 1 35 recrutits who gave hist ories of no
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drug use. Among the drug abusers, 48 percent had been expelled and/or -

suspended from school more than once, compared to 16 percent of the
controls (p <.001), and 46 percent had been arrested or otherwise
detained, compared to 16 percent of the controls (p ..001). This
comparison was extended by Nail, Cunderson, Kolb, and Butler (1915) to a
larger sample of 458 active duty Navy enlisted men who had reported
voluntarily to the Naval Drug Rehabilitation Center. Thirty percent of
this group had been expelled/suspended more than once, and 38 percent
ind been arrested/detained.

All of the investigations of addiction refei red to so far In this
sect ion have been concurrent rather than predictive In design, with theJ
exception of te analysis of the college MnPIs of middle-aged alcoholics
reported by Loper et al. (1973) and roffman et al. (1974). As seen
earlier in Table 5.1, these two predictive Investigations also indicate
that Pd provides the best predictor among all MMPi clinical and alcoholism
scales of future alcoholism. Further evidence, perhaps more clinical in
nature, of the importance of antisocial personality disposition as a
predisposing factor in alcohol abuse derives from Jones' (1968, 1971)
anaIyis of longitudinal data for both men and women. Tile subjects in
these analyses, participants In a long-term longitudinal study, were
classified oi the basis of Interview Information obtained at ages 33,
38, and 43 into five drinking groups: problem drinkers, heavy drinkers,
moderate drinkers, light drinkers, and abstainers. The basic data were
psychologists' ratings of these individrals' personality characteristics

reing 'Junior hi g, senior higl, and adulthood. Among the men, there
were many rated characteritics that differentiated the various drinking
groups at statistically significant levels. Jones (1968) summarized
these findings by characterizing male problem drinkers, both before and
after the onset of alcohol abuse, as "undercontrolled, impulsive, and
reb Iio . o" Wile the findings for women were more complex, Jones
(1d1) concluded that this same core of antisocial personality traits is
apsyo prominent in the pre-alcoholic personalities of women.

Summary. In the preceding section, a nuher of psychosocial correlates
if substance addiction have been discussed is potential candidates for
use fi minimizing this onerous organizational ad societal problem. It
has been shown that addicted abusers of both alcohol and drugs obtain
hiphly sinilur scores on direct and indirect measures associated with
abuse. The validities obtained with direct measures are extremely high
(.80S an .90s In correlational terms), but have come from situations
conducive to honest responding, and would likely be much lower In an
orgau nizational setting. Indirect measures have also been quite valid,
particu cmIlary the WW I Pd and ) scales and the Hampton an Hoimes a -

sholsm scales. giain, however, the vatldiies obtained were markedly
higher In concurrent InvestigatIons than in extended predictive studies.

In studioes employting measures , her than the WloI , there is very good
convergetil stpIort for the cIrcters thcs Imnt I f led by the --P-I as
associated with addiction hotv the personality assessment drevices and
hioprapical data nsearch report that an ant isocial pred isstion atd
tendency toward depression are strongly related to serious substance

87

" -'" .. .: ;-"_..._"_ _ --. "__ _ ""_ '_'- _'- "-2.' . - " . - " ' ' , ''



I...o .+-m .

abuse. In addition, these conclusions are based on a large number of WV
widely divergent investigations, and appear to be robust to sampling
variations and over more than 20 years of research. It appears well-
documented, therefore, that these psychosocial characteristics are the - -

indicators most useful in a selection and monitoring program aimed at
the addicted substance abuse problem in organizations.

Psychosocial Correlates of Substance Use in the
Non-Addictive Range

As mentioned in the introduction to this chapter, the research regarding
substance use in the non-addictive range may be seen as a separate
literature from that dealing with addition. Subjects in addiction
research have typically been middle-aged and institutionalized, while -

subjects in studies of the non-addictive range are generally younger,
high school and college students who have not as yet encountered any
serious substance abuse problems. Nevertheless, similarities do appear
between the two literatures, similarities that will be discussed both in
this section and in the later integration section. One such similarity
is that users of both alcohol and drugs can again be considered together
in terms of common psychosocial characteristics.

Three investigations in the non-addictive range were located that
addressed the question of whether predictors operate in the same way --

with users of alcohol and users of drugs. These are the investigations
reported by Biggs, Orcutt, and Bakkenist (1974), Stokes (1974), and by
lessor and Jessor (1975) and Jessor (1976) for the same sample. The
numerical results reported by Stokes and by the Jessors suggest that
within .the non-addictive range, the relative validities of various

predictors are roughly the same for both alcohol and marijuana use, but
that alcohol use is simply less predictable. In other words, if pre-
dictor A is more valid than predictor B in studies of drug use, this "'
same rank order will likely hold in studies of alcohol. The absolute
level of validity, however, will probably be lower in studies of alcohol
use. Therefore, it again appears reasonable to discuss results together
from both alcohol and drug use studies, although the absolute level of
the relationships may differ for the two types of substance use.

A great variety of psychosocial measures have been studied in relation
to substance use in the non-addictive range, actually far more than in-.
studies of addiction. For purposes of discussion, these measures are
grouped into twelve broad categories. The first four of these categories
are: attitudes toward substance use, perceived peer support for sub-
stance Lse, political radicalism, and religiosity (i.e., strength of
religious dedication rather than particular religious affiliation). The
fifth category is the antisocial disposition construct that was dis-
cu ssed in the section oii addiction research. The remaining seven
categories correspond to those in the taxonomy of self-report person-
ality scales that were presented earlier in Chapter 11 on personal
characteristics. These are Potency, Adjustment, Agreeableness, le-

pend;i Ii It, intel lectance , Affiliation, and Miscellaneous Personal ity.
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Using th is for mat ,twerity-f ive invest i gaL ions thlat have reported re-
I at i onshi i ps between psychosocial var lab Les and substance use in normal
nonadd ic e c samnplIes are sunmmar ized ili Tlabl1e 5. 2 and listed inmdiv idual 11y
il Tlab le 5.3. Whirile these twenty-f ive invest igations are probably not
exira-istive (if tile doma in of invest igat ions pert inent to organizatilonal
concet -s , taiken as a whole they are certainly representative. Thle
i lves t i tions aire also qite different from each other, a conclusion
that is rL'adiV lvi:ppa rent from a pe rusalI of TablIe 5. 3. The refore, thle __

sumnmar valu es in lab Ic 5. 2 are explained in some detail so that in- -

forlma i on is; not as easi1lv lost in thle convers ion of indiv idual stud ies
to a standardized table.

it can be seen ii 'lablIc 5. 2 thrat thle twelIve predictor categories differ4
dIraimait icall IY ini the number of s tat is ticalI tests of thei r rel at ionship A*
with substlance rise. They also differ dranmat ical ly in the number of
correlat ions wi th substance use. Inl tile first thiree categories of
at t i Luodes toWard sub stance ulse, peer support for substance use , and

pol itical radical ism, 100) percent of thle statist ical tests are positiveI
and statistically significant. Unfortunately, since so few of these
f inruings are expressed or are expressable as correlations, thle median
r 's given in tile bottom row of Table 5.2 do little to summarize the
strengths of these relationships. Inspection of Table 5.3 shows that,
whenever a tt i trides or peer support measures are inclu tded in an invest iga-
t i oil, they alImos t a lways prov ide tire s trongest predictors of substance
ulse. Conversely, 'I able 5.3 indicates tirat thle validity of political
r; d i isa is not (IkI I te as strong .

Ninie teen of thre twenty reported relIat ionsh ips between religiosity and
sobs tarice rise are leg;t i ye, wi itH seventeen of these reacinrg stat ist ical
s i go i f i carice. Thris is power ful suppor t for tire C onc 1 usion thrat the more
stL rong 1,; recIi g i oils, belie f s a re Ire, I d, tile l ess I Ikelyv thle i d iv iduta I is
to engage in surbst ance use. Correlational resulIts are sparse for tire
ccl igiosity category, but inspection of Table 5. 3 indicates that relIigi-
os itv is ofteni a better predcitor of sobstanrce use than just about all
of ire persolna iY measures except those of ant isocial d ispos it ion.

Inl contrast to tire previouis four pred ictoc categories, tire f indings for
tire eigirt persona It I ' categories are we I I captured by tire Summary cor-
re Ia at 1 orrs, r,,i yen i n 'lab Ice 5. 2. Thiris somrrrr'V sirOWs that, congr-uent witih
tire fi lin irw in tire addict ion researrchr, ant isociail dis;position is by far
tire b~est personality predictor of substance rise ii nonaddi cted samples.
A I I t wcrrt v--t iree repnr ted cc I aIt I oiivli i i's be tweeri anrit i soc i a di 5 os i t ion

inesrreAnrdr sriiit"rrit'e Ise are pos;it ive arid statistically s igrificaint ,

arnd the rmed iarn of tile eight &'nrrerlIat ions; reported is .50. K;

For tire rena i ri I rr perslri~rI t cat egoi s, nea'rIV :11 1 have sonic vali d ityv
but Deupenidbll per to viecid tIre highiest tr Iati orisips . 'I'Fi r t cv-

two of t irvie cc Iat i oriips a11'0 reportedi bet weeri mecas ir'es of Depend-
;rb i I it v arid suiist ainie rise aid( 94 pecnrt of threm aire in tire des i red
riegnt i ye (Iii rer' t ion , 691 percent s-,ign i f i cant Ilv so (st at 1 st i cal IIv) . Fu rthrer
tire- mcdi ri cotrre a at i on i s a respec tabl I .31 , I I I ivst ra t irig thlit depend-
arbIe id lvi dier is t (rid riot t r~o in sinibst ;rrrce rist'. 'Imiat iependabi I it y
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should prove to he tile most. Vill id of thle s ix h igltlIy general personaIi ty
con t rutts is not surptr is i n) s inceC, ncc~rd ing, to the personality tax-

Ouinly p res en ted earlI ior in Chapter I I , ant isoc ialI d isposLition (in
reverse) is one specif ic mani festat ion of the Dependability construct. .-- 4

Thle f ind Ings p)resentLed Iin Table 5. 2 rep resent a ra tlIer ext ens 1 ye suimmalry
of thle i terature Onl thle lred ictL io(n o f SubstLance use in tile nonl-ad-
dIi ct ive range. For that reason , onl y one add It ionial invest igaltion will
be dIis cussed ais Supportivye of the conclIus ionis drawn from thle table.

'Tis particular invest igat ion is noteworthy in that it was dlone with a 7
large miI il ar% samiplet, in1 conit rast-; tc the st udent samples that dominate
FaleI 5 .2. Br i eflv , Buc kv, Fdwa rd s, and( Thomas (1974) adminiis tereda
se I f - report qies t i onna i re that i ltc I uided i t ets per ta ining to drug use t o
o~~ 17Cr 2 00 Nav v en i is ted me n i n 1ha Is i c t ra i n i n g . CorrelIat ions w it tlte..
drug use cri ter ion were reported for single items, rather than for
scales, whticht is whyv these results are not included in Tab les 5.2 or
5. 3. 'The single most valid i tem Was hlistorv of truancy (r =.39).
Other life Ihis tory indchicators that were significantly predcijtilye of dIrug
use inclutded arrests (r = .26), School expulsions (r = .24), and steal1-

ig ( r .17) . These f ind itigs p royvide f urthe r su~pport for tle relation-
shtip between tilie tendeticv to engage in substance use and such personality
c'hiarac te ris t ics as ant isocial di spos it ion or depenidab ili tv.

8ctrma rv . T[le cli cus sion iii thlis sec tion of co rrelIat es of subs tanceIuse has, beetn slier ter than that of thle p rev icuts sect ion on tilie correlates
ot aiddict ion , since tile presenit sect ion has rel ILed more heavi ly onl a
tl[uu[I a cli-1spla1 of resul ts . A Secotnda ry reason for thle relative brevity

o f thli s Sect iotil i s thaiit tmail%' of t lie c7On InLS ion t ha t apply to add icti!on
a~pp I-,a we I I t o s ib tancc USC I atild so a re not reiterated in the same
almotitit of thetaiI . InI fact, porliips; tite most st riking concIlusion about
the correklot es of substance use, is that theY arc htightly Similar to
aldd iCt iO. Ant isoclil clis.pos it con is the best predictor of either of

hie ll.t i ot-s, arId the cdirect meastires of add ict ion Such as the MAST'
a11v I huhla 1%, l vold it alojite inl such pr'ecdictors as at t ituttle toward
sub t iceus auh Persupport for- subs tanceus. inteoit'an,

tilt, tc t riic't tepcttlakb Ili tv , wiIch is di rected motre toward the normual
t;1ige, ins [lot been wide ly used ill -Outdies of subs t;ince addiction, yet
is; a toth ipredi ctor of subs t ~iice ts

I it e t' t ot atidBt' mniLti otis

li t 11i s I i iln I ,et' t i ott, ilii I I ;l r i t i es , di f fetrent-es and conc I us i ois f romn
tlie,1 puetc'd i : t Wot bodI i ('s o f i n wes-;t I gotl i out ;Itre a t;t 11i It ig ,ll I i glit ec . One
ut r i 11 i ui s in i I at i t 11 n t I i c 'oiiih;itr i !;ttt1i is t InIt the fact ors tilat are7

rCc It- t't td t 0Subsh t,uuIl'C tI .'L ai-u ;tiius e iippeal' tLo be relI a t ecl fi rlIy ( eual IlIv
whth ler thn sit>); titte inl pies t i on is alIc othol or otl oif many il drugs.

Ots, 1t ;t ppe:i I-!- t hIt t p, rogi-:tmis ai i mei (I t Illi ni i mi 7 i ntic t hiese preb I ems shott It(I
Work It1 aIppt'ox liiie l t lie salic' level tof appropt iateiteSs for ttsers/;liet's
of eithter :11 cohl IOrth s.
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A number of other similarities can be observed between those classifiedIJ,

as "users in tle non-addict ive range' versus those c I ass if ied as "addicts".
For both of these groups, self-report of actual substance use/abuse
behavior has clearly and not surprisingly proven to be highly valid in
non-threatening research settings. For example, the MAST alcoholism,-
scale, a direct measure, yielded validity coefficients in excess of .90
for a lcohIol ics , whi le favorable attitudes and perceived peer support
toward substance use were among the best predictors in non-addicted
samples. Unfortunately, these results were obtained in research set-
tings in which the subjects had nothing to lose by responding truthfully.
Such truthful responding in most organizational settings might result in
loss of job or job opportunity, and is thus less likelv to be obtained.
Therefore, although it is interesting that direct, self-report measures
seem to work well with both adlicts and non-addicts, the utility of
these measures may be severelv limited in "real-world" applications.
Their principal value appears to be in situations in which the respon-
dents perceive it to be in their own best interest to respond honestly,
or perhaps in settings in which tile honesty of responses could be
verified t h rough on t side in format ion.

An alternate and less direct way in which measures related to substance
use/abuse have been employed is through the collection of biographical
in format ion|. Among tie items that have proven valid are truancy, arrests,
school expu lsions, and steal iTu, both for addicted and non-addicted
samp los. Religiosity, which might also be considered as biodata, has
si m i Ia r ly been shown to be related to use/abuse. Finally, measures of

political radi ca Iism have also yielded significant correlations, al-
tholgh the validities for religiosity and radicalism have only been
demons t rated in t lie non-add i c t i ve range.

Ilue best decumentcd "indirect" predictor of substance use/abuse is
ant isocial predisposition, the concept that is measured by the MPI Pd
scale. It might also be noted that the factors mentioned in the pre-
violl.'s pararilph are very consistent with one end or the other of anti-
social predisposition. Perhaps the most striking thing about this
predictor is that it works well across all levels of substance abuse and
il types of s~imples studied. Therefore, antisocial predisposition is

the most promising psvchosocial correlate of use/abuse for incorporation
into a personnel r l iabil ity program.

Other pernlal itv claracteristics that have been shown to be related to
rise/abuse include Depression, hependabiI itv, and to a lesser extent, the
constructs of the MMI'l Mania and Schrizophkrenia scales. It was mentioned
earl ier that one reason for tile val idity of liependabil itv as a predictor
i-s tlh;lt it irIMIl's the more spe i fic personal ity characteristic of
antisociall predisposition. leprossion is been demonstrated to be val id
ill, in y 1 V wi tih -Idd ict ed s,1up es, wh I I k N-in in arid Schi zophren ia have been
vi I i dat ed prI iniar i lv iin tie non-add i ctiye ra ge."

i iii I Iv, thert, is ene pred i ct or cit e orv l or wh i ch VA I i (lit V evidence.
;1c ross hre pi'd i n i rr of add i ct ive anll non-ald i ct I ve ,ruhbstarice rise is A
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both available and contradictory. The broad dimension called Adjustment
appears reliably related to addiction, but not to less extreme substance
abuse. The former Conclusion is supported first of all by the across-
the-board elevation of the MMPI profiles of both alcoholics and drug

addicts, since the entire inventory has been shown to be primarily
saturated with this general adjustment factor (e.g., Block, 1965). In

addition, those MMPI scales such as Depression that best distinguish
substance addicts from normals are highly related to the broad Adjust-
ment disposition, as are the MMPI alcoholism scales (MacAndrew & Geertsma,

1964).

On the other hand, an appreciable relationship between Adjustment and

substance use in the non-addictive range is simply not evident. Of the
fifty-one reported relationships summarized in Table 5.2, 67 percent are
in the desired negative direction, but only 29 percent significantly so,

and the median of twenty-four correlations is only -. 12. The best

explanation for this discrepancy is that high scores on measures of
general maladjustment are products rather than predecessors of extreme

substance abuse. This conclusion is supported quite well by the evidence
that can be derived from the four predictive validity investigations

summarized in Table 5.1. The concurrent validities shown in Table 5.1
for the best MMIPl measures of (mal)Adjustment (Depression, Schizophrenia,
alcoholism scales) are very large, but none of these scales proved able
to significantly predict future alcoholism. In the three predictive

validity investigations listed in Table 5.3 (Gulas & King, 1976; Jessor,

1976; Jessor & Jessor, 1975), measures of adjustment were also unable to
provide useful prediction of the transition from nonuser to alcohol or

marijuana user status among students. However, in all four of these

tabled investigations, all measures of antisocial disposition and de-

pendabilitv that were included provided statistically significant and
practically useful prediction of future substance abuse. Therefore, it
seems safe to conclude that while extended substance abuse is related to
Adjustment , (ma l)Adjustment seems more a result of abuse than vice
versa. Longitudinal research further supporting this conclusion has
been supplied by Zuckerman et al. (1975).

To stim up these results, it appears that people who become involved in
substance abuse tend to he individuals with problems of behavioral self-

control, rather than those with emotional problems, as is often thought.
Thus, indicators of maladjustment among abusers are usually consequences
of substance abuse rather than predisposing personality characteristics.
Further, the characteristics that do predict future substance use/abuse

throughout the cout ntuum are antisocial predisposition and dependability,
basically indices of how well an individual is able to control his/her
behavior. Measures of adjustment arc of value only in concurrent pre-
dict ion f ext reme substance abuse. Theref ore, a personne I re Iiability

p rogram concerned wi th substance abuse sho1(1d place more emphasis on
behavioral self-control than emotional adjustment. Adjustment shou, ld by
no means be i5;nored in the select ion and monitoring process, but particular
attention lhotlId be pamid to the degree of socia lized self-control that .- '--

present and pd te1t I , ) in e1vees dIi sp I1 ;1 V" .
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B EIIAV I ORAL RELI AlI IT, Y

A large amount of research has been discussed in the preceding five
chapters of this report. This research Includes Investigations of
personal characteristics, the work environment, substance use/abuse, the
stress process, and coping with stress. Throughout, the discussion has
ultimately been aimed at learning more about the factors that Influence"-.-
behavioral reliability. Thus, the perspective of interactionism has
been explained and applied in order to show that behavioral reliability
is a f unct ion of all of these aforement ioned factors In interaction with
each other.

Chapters II, 11I, IV, and V are primarily discussions of basic, academic
research, research that contributes importantly to a conceptual under-
standing of the issues that affect an optimal behavioral reliability
program. Academic research, however, is often only a partial answer to
the appi led problems that are encountered in actual organizational
settings. For example, many academic studies are conducted In such a way
that the number of alternative explanations for the results are limited.
While this contributes to confidence in the conclusions drawn, it may
limit the generalizability of the study. In addition, there are often

practical limitations to the implementation of academic research in
applied settings. Such factors as costs, employee resistance, or lack
of congruence with the organizational system can make Implementation
unfeasib le.

For this reas,,n, the fol lowing chapter will focus on actual applied pro-
grams and procedures that pertain to behavioral reliability. In so ... '
doing, references may be made to Issues or evidence discussed previously
in a more academic way. The purpose of the chapter, however, is not to
decide whether academic or applied knowledge is better; rather it seeks
to examine behavioral reliability programs as currently used and attempts
to discover why and to what degree they are effective. It is by looking
at behavioral reliability from both an academic standpoint and an
applied perspective that the greatest understanding can be achieved. The
following chapter is directed toward this goal. W
Definition and lPurpose of Behavioral Reliability. Employee reliability
broadly defined includes accepting rules and regulations, making appro-
priate decisions under stress, cooperating with other employees, follow-
Ing work directives, not acting without keeping others informed of prob-
lems or mistakes, and keeping vital Information confidential (Buchanan, _
Davis, & Dunnette, 1981). By contrast, undesirable behaviors such as
substance abuse, carelessness, withdrawal, or failure to manage stress
have a negative effect on the employee's ability to perform reliably.
Thus, the purpose of an employee reliability program Is to maximize
those Job behaviors that contribute to consistent and effective or-
ganizational outcomes and, perhaps more Important, minimize those job
behaviors that lead to inconsistent and undesirable organizational
outcomes.

1 0 0 .' -' .'.
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The need for programs that accomplish these goals is obvious, but is

perhaps most important in those organizations that include what might be

called "sensitive duty positions." In such positions, employees have
access to information, processes, materials, equipment, or people of

unusual importance. As a result, unreliable behavior on the part of

employees could have potentially catastrophic effects, both for the
organization and potentially society as a whole.

Historically, the federal government has been among the first to recog-

nize the importance of behavioral reliability in these sensitive duty
positions, and in taking steps to ensure such reliability. Thus, with
the llatch Act of 1939 and later Executive Orders (9835,10450), federal

personnel security programs were implemented. Currently, behavioral _

reliability programs exist in a range of organizations and involve an

array of jobs, a selection of which will be described later in this

chapter. As an example of this increased recognition of the importance

of behavioral reliability, the Nuclear Regulatory Commission (NRC) is in

the process of finalizing an access authorization/behavioral reliability

program for individuals who work at nuclear power plants (Federal

Register, 1984). The extensive planning and impressive manpower com-

mitment of this project illustrate that behavioral reliability has
become a priority for nuclear plants, and similarly for the many other " .

organizations with sensitive duty positions.

As mentioned, the ultimate goal of behavioral reliability programs is to

reduce the risk that people hired into sensitive duty positions will

engage in acts that would be harmful to Lhe organization or society. The

intent is to screen out or detect those individuals who might pose a

threat to important information, processes, materials, equipment, or
persons. Therefore, screening or selection programs are established in

order to predict personnel reliability, while monitoring programs are

set up in order to observe continuing behavioral reliability. In the
next section, both selection and monitoring for behavioral reliability

are described in general terms. This discussion then supplies the
background for the later description of specific behavioral reliability
programs.

Selection P'rograms

A selection program presumes that one can predict the future reliab lity
or unreliability of an individual, acknowledging, however, that such a
prediction is by nature probabilistic. Thus, an effective selection

program attempts to reduce the uncertainty around the prediction by
gatheri ng as much high-quality information about the individual as
possible. This information may include both current and historical

data, and may be gathered in a number of ways. Our discussion of this
area will be organized around two important distinctions that describe
both the type of information col 'ected and ti method through which -

collect ion takes p lace. First, uformat ion may vary along a cont inuum

from "sigus" to samples•' Se,' ,p, it mav be gathered in a manner that
varies from (b iect iye to sub ject ive.

..................... ---•. .
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The sign versus sample distinction was first made by Goodenough (1949),
and was followed up by Cronbach (1970) and Wernimont and Campbell (1968).
Basically, signs are indicators of predispositions to behave in certain
ways, while samples are observations of the actual, characteristic be-
havior of tile individual. Thus, measures of personality or interests
have come to be used as signs of future behavior, with the rationale
that behavior is determined by these somewhat generalized predisposi-
tions. By contrast, samples might also predict future behavior, but
would do so because "past behavior is the best predictor of future
behavior."

iThe second distinction is perhaps more familiar, information that is
gathered in all objective way is obtained in exactly the same manner and
with the same results regardless of who collects it. Conversely, informa-
tion gathered subjectively may vary dramatically in results depending on
how and by whom tile information is gathered. As various selection
techniques are now described, these two distinctions will be used to
show tile differences among various information-gathering methods and tile
types of information they produce.

SBackground inve.stigat ion. Among the most commonly used selection methods
that pertain to behavioral reliability is an investigation into an in-
dividual's background or previous behavior. Typically, such an investiga-
tion includes the person's school records, employment history, criminal
record, references, etc. As such, the background investigation supplies
information that includes samples of previous behavior rather than
"signs." In addition, tile information is mostly objective in nature
since different investigators should obtain highly similar results.

.. Tile background investigation typically has high content validity because
of the direct relationship between the information used as a predictor
(previous reliable or unreliable behavior) and tie domain one wishes to
predict (future behavioral reliability). The validity would also be
expected to be good because the predictor information is quite objective,
and thus less susceptible to bias. One of tile major potential problems
with tile backpround investigation is that it may not be comprehensive,
resulting in a sampling of behavior that is incomplete. Also, the
samples tiat are obtained may not be reflective of current behavior, if
Ibehavior has changed over time. Therefore, direct relevance and objec-
tivity are the strengths of the background investigation, while its
potential weaknesses may include a lack of comprehensiveness and/or
currentness in the sample of behavior obtained. Another weakness of tile
background invest igat ion is that tile information gathered is often
combined in a -ubjective manner. A great deal i of research has shown
that statist ical ombinat ion of informat ion is general ly far more ef fec-
t ive ill making valid predict ions (Wiggins, 1973).

Interview. Another commoily Iused technique in select ion prograis is tile ._

interview. Although an interview may not always be directed toward
bhoavioral re I iabi Ii tY, it call ils i ly be used for this purpose bv initer-
pret lng an appl i cant's responses w i ith regard to flit ure re I ability. """-
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Thus, an interviewer can get "sign" information about how the person
might be likely to behave in tile future in situations relevant to those
of the question. A sample of behavior is also displayed in an inter-
view, and the interviewee can be asked to describe previous samples of
behaviors. With regard to objectivity, the interview varies depending
on how it is conducted. The questions and particularly the scoring of
the answers can be highly structured to contribute to greater objec- -

tivity, or purposely left open with resulting subjectivity. The in-
terview therefore may produce both sign and sample information, and vary
quite a bit along the continuum of objectivity.

Because the interview can produce information of so many different
types, it is not as easy to pin down specific strengths and weaknesses.
To the extent that interviews are used as signs, the validity of the
information should be followed up through a criterion-related study. If
the interview is to function as a sample, tie adequacy of the sample
should be determined in a content validity framework. A principal
disadvantage to the interview is that it is susceptible to considerable
distortion and bias. This is because the interview is only a limited
observation, and extraneous factors easily affect the perceptions and
evaluations of the interviewer. Interviews have been plagued by low
inter-interviewer reliability, even when conducted by individuals
skilled in interview techniques (Sundberg, 1977). This may be because
interviews supply too much information to be easily integrated, result-
ing in less reliable and valid impressions. Interviewers may also

,"- attempt to interpret or infer beyond the interviewee's responses without
tile evidence needed to support their inferences. To combat these
problems, structured scoring systems for interviews are highly desirable.

Cognitive tests. Many organizations make use of cognitive or intellec-

tual ability tests in their selection system. These tests may be used _i___

as either signs of samples, depending on whether the criterion of the
selection system (e.g., job performance) also contains the same elements --

as the cognitive test. For example, a typing test is a sample of behavior
since that same behavior is included in tile criterion (typing skill). A
test of general intelligence is used as a sign, however, since the
actual behavior on the test (answering test questions) is not part of
the job criterion. Therefore, a criterion-related study is necessary to
validate cognitive tests used as signs, while content validity is more
appropriate for cognitive tests used as samples. Regardless of whether
used as signs or samples, cognitive tests are highly objective due to
their standardized format and scoring procedure in which there is only
one right answer. As mentioned in Chapter 1I , cognit ive abilities have
often been demonstrated to predict tile level of performance, but non-
cognitive predictors such as personality are better able to forecast the
consistency of performance. As a result, the incIusion of cognitive
tests in a selection system often has little impact on selection decisions
with regard to reliability of pcrformance.

_'Plysical examination. Also a t.i, il requirement of a selection system,
tile phys ical examination is important is a chck of the individual's
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genera I liea I Li I , and whet hrer he/ s h e canir per f ormi L lie phys i calI aspects of WI
tire job. Ini add it ion, the plivsica I examinat ion has come to have more
reIe va n ce f or b)ehIaiv ioralI rel jab1i I i ty ini rc cen t y ea rs. A great dealI of
resea rch lias been and is dev( ted to st rd vi g s uch ineasutre., as resp ira-
t ion arid heart ratev, sk in conduc tance, persp i rat io(n, brai1n waves , and
musc le tone, and re irt i ng t lrese measures to emot ionalI st ates and ab-
normal behav ior . '[Thiq research is at present ini its infancy and is not
yet of pract ical value. A phvs iological technique that is of present
value, however, is that Of Ur inie iayI s is. Mhen ujsed to detect thre
presence or prior use of drugs, a ur ine ana lys is can give important
informat ion abourt an a ppli cant 's tendency to( use drugs in the future.

'[le analys is cannot: revealI whet her an appJlicant has used drugs weeks or
months ago, bitt is present lv one of thre most relevant physical measure.-
for behavioral reliability.

-:.-

Honesty testing. In addition to information supplied by the background
Sinvestigation and interview, there are two other principal avenues for

assessing an applicant's honesty. Tire first of these is a polygraph;
the second, a paper and pencil inventory that deals with an individual's
prior behavior and attitudes concerning honesty. The polygraph, which
at one point was fairly popular, has now fallen into disrepute and is
legally prohibited as part of employment screening in nineteen states
(Sackett & Harrils, 1984). Lykken (1981), among others, has pointed out
anumber of significant problems with te polygraph, and concludes that
polygraphs should not be used in any important decision-making.

*-Partly as an alternative to the polygraph, honesty testing has increased
in popularity to tre point where it is a Multimillion dollar industry
that is used in at least 5000 firms (Tompor, 1981). These honesty tests
or inventories ask Standardized questions that are designed to elicit
attitudes towards theft and assessments of one's own honesty. The
information obtained is primarily a sign of whether the individual is
likely to be dishonest. Thus, criterionI-related evidence would be

. necessary in order to establish the validity of these inventories as a
predictor of future honesty.

Tee research findings with regard to te validity of honesty tests are
somewhat equivocal (Sackett & Harris, 1984). Often the studies are not
pub e ished in professioial journals, but are quite impressive in their
support for tie validity and reliability of these inventories. On the

*.other hand, many of the studies appear to be poorly controlled, and
other factors ni git easily have influenced t8e results. Therefore, with
regard to validity, i rema s somewhat of an open question. Obviously,
many companies are convinced that the tests are working effectively in
reducing dislioest behavior. Better research is needed, however, before
such a coic usion can be accepted witr confei dence.

Ps vcro I orn i c a I e xam e nat lis he purpose of a psycrol i tracal examin a ton
"- in a selectin program is norma1ly to idhent idfy tnose nd ividuals who

Sewr to have problems witth et Ioina 1adju)s ftment or behavioral self -
(.-itred n pv, sucina examinaion wou ld inclde access to components
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of several of the other selection techniques already described. For .
example, the psvchologi st might use information from the background
investigation as a supplement in gaining a better understanding of the
applicant. Also, a psychologist typically administers one or more
psychological inventories, such as of personality or biographical ex-
per fences. This information is then brought together in order to focus
an interview on those aspects of behavior that are most relevant to
re I lb i I it y or most t roub I esome for the applicant.

A psycholog ical exami nation provides mostly signs of future behavior,
al thotugh samples of behavior are also ohbtained. The psychological in-
ventories that are administered can be either objective or subjective,
depending on whiicli are chosen. Objective inventories allow a structured
response, Such as true-false or multiple choice, and are scored in a
standardized way. By contrast, what are known as projective tests allow
the applicant great latitude in his/her responses, which are then inter-
preted in a fairly subjective way. Both types of inventory provide
signs that must be validated in order for the inventory to have utility,
and the research that has been done clearly supports the superiority of
the objective methods. Projective techniques lack both reliability and
validity (cf. Buros, 1978), while objective measures of personality,
vocational interests and needs, and biographical data are strongly
supported by the evidence in Chapter II.

In summary, selection programs aimed at behavioral reliability may in-
clude many different techniques. Because these techniques yield informa-
tion that varies from signs to samples, the kind of evidence necessary
to support their use will differ accordingly. Sign information can be
validated through criterion-related studies, while samples have value to
the extent that they fit content validity requirements. Selection
techniques may also be differentiated along the objectivity/subjectivity
continuum. Objective information is much less susceptible to error than
subjective, although subjective information may yield a more holistic
picture. Since all of the selection techniques available have these
differing strengths and weaknesses, it seems wise to use them in com-
bi nation. By doing so, the liabilities of any one technique are com-
pensated for by the strengths of other methods. Finally, an extremely
important consideration for all of these techniques is the way in which
the information is combined to produce predictions. Purely subjective,
or ''clIin ical ,"' combinat ion of data has been repeatedly shown to be
inferior to mechanical or statistical combination (Wiggins, 1973).
Therefore, each of thiese techni(quCs should be seen as information-
gathering tools r;ather than informat ion-combining methods. The results
of eaci should be entered into a statistical formula to produce the best
possible prediction of future reliability.

Monitoring I'rog.ams

Earlier, it was mentioned that selection programs have historicaly l been"
Scommonlyv ued motLhod to reduce thie rsk of behaviora I r Irel abi tv,

especial lV in sensi t ive du(ty posit ions. Essentially these select ion
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programs provide an indirect method of predicting behavior on the job,

since they make their predictions based on either personal characteristics
(signs) or previous behavior (samples). For example, a past mental ill-
ness, an anti-social disposition, criminal behavior, or depression could
each indicate that an individual is not reliable and thus should not be
selected. Such a conclusion would be proper as long as each of these

predictors was correctly validated. The problem, however, is that
prediction is never perfect and there .4ill be individuals selected who
will become unreliable once on the job. One of the two major reasons
for this lack of perfect prediction is the situational inadequacy inherent

- in any selection system.

It is an old and familiar maxim that the best prediction of future
"' behavior can be made from information about how the individual behaved

most recently in an identical situation or context. Typically, that
information is not available and thus not a part of a selection program.

. In other words, the individual has not yet been in a particular sensitive
duty position, and prediction of his/her behavior is based on a somewhat

different context. One possible way to improve selection programs is to
. augment- their content validity by including actual job simulations and
* recording and evaluating the individual's behavior. As an example,

candidaLes for security guard positions might be trained to do a pat-

down search and then asked to perform the search several times under
varying degrees of stress induced by an "employee" who objects to being
searched. By observing the candidate under these conditions, one would
have a better predictor of his/her ability to cope with interpersonal
stress (Buchanan, Davis, & Dunnette, 1981).

The second major reason for less than perfect prediction in selection is
simply behavioral change over time. Unanticipated stresses such as
divorce, economic change, or health problems cannot be predicted in
advance, and may easily result in changes in performance. Also, an

individual's behavior may change because of maturation or life stages, %
as is sometimes witnessed in a "midlife crisis." This fact of unavoid-

able behavioral change has prompted some organizations to periodically
update their employee's background investigations in hopes of discover-
ing any evidence that might suggest an individual is becoming unreliable.

Other organizations have instead or additionally implemented observation
procedures for detecting job-related behavioral change on a day-to-day

* basis. These procedures are known as behavioral reliability monitoring.

Thus, in contrast to selection programs, behavioral monitoring programs
have been developed to provide a continuous and dynamic source of re-
liability information. These programs, rather than aiming to predict

-. behavior, aim to detect behaviors or behavioral change within the frame-
. work of the work environment. If behavioral change can be detected
* before job performance deteriorates substantially, serious consequences

can be avoided. The basic elements of such a monitoring program require
a person (generally a supervi sor, plant manager, or commanding, officer)
to observe sulord inates for s ig,,s of unreliability, poor Judgment,

106

• . . .. . .- - .._ .. . -. • -- . . .. .



7.1"77,'7" "Y 7-'-

behavior change, or inability to cope with job stress or other employees.
Supervisors may be required to make periodic reports about individuals
or may simply be requested to "report anything unusual" in either the
behavior or circumstances of an individual (Buchanan, Davis, & Dunnette,
1981). This information can then be used by a personnel reliability
coordinator to determine if further action is appropriate.

One commonly employed industrial procedure that uses behavior observa-
tion or monitoring is performance appraisal. Typically, once a year a
supervisor rates the job performance behavior of his/her employee,
discusses the findings with the employee, files a report in the indi-
vidual's personnel file, and uses the evaluation to determine raises,
training, promotions, demotions, transfers, or terminations. In short, -a
behavior observation in this format is traditional and accepted (Buchanan,
Davis, & Dunnette, 1981).

Unfortunately, there are a number of drawbacks to the use of normal per-
formance appraisal alone in detecting behavioral unreliability. First,.- .
performance appraisals are oftentimes done only yearly, a period of time
long enough that an individual's behavior could change dramatically
without appropriate action. Second, performance appraisal is associated
with promotion and salary increases, and can become highly politicized.
Behavioral reliability monitoring has this potential as well, but is
different in purpose and could easily be misinterpreted if placed in a
performance appraisal framework. Third, the research on performance
appraisal shows that there is typically very little variance among
employees in the ratings they receive, so it would be difficult to
identify anyone with a reliability problem. Finally, performance
appraisal is typically based on either traits or job dimensions that
often do not coincide with the target behaviors of a reliability pro-
gram. For all of these reasons, a monitoring program separate from that
of performance appraisal appears necessary.

A second type of program that includes behavior observation on-the-job
is often referred to as an employee assistance program. Such programs, '-
which have now become fairly widespread, are designed to provide help . -

for employees who are under unusual stress, experiencing emotional or
family problems, or involved in substance abuse. Supervisors who have
observed behaviors related to these problems can refer an individual to
a professional for evaluation and counseling, or the employee can
initiate action him/herself. Thus, as a result of monitoring by the
supervisor or self-monitoring by the employee, a potentially damaging
situation can be defused. Again, however, the focus of an employee
assist-ace program is somewhat different from that of a behavioral
reliability program, since employee assistgazce emphasizes interventions
while reliability emphasizes detection. The two may overlap substantially,
but in monitoring the focus is on identification of unreliable employees
rather than on what to do following identification.

I0 .Ii7"
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Taret behaviors. An essential step in establishing a behavior re-
liability program is specification of the target behaviors that are
considered to be inappropriate or unreliable in a particular work set-
ting. These behavioral criteria are needed for three separate purposes
in a personnel reliability program. First, a delineation of the target
behaviors is very helpful in establishing a pre-employment selection
program, since it suggests the types of predictors that are most relevant- ,.. -

for selection and also how the resulting information, might be best
evaluated. Second, supervisors need these criteria in order to focus
and structure the way they observe behavior in the work setting. Third,
a listing of the target behaviors is helpful to professionals in the
behavioral sciences when evaluating and counseling referred, troubled
employees.

For all of the reasons mentioned above, it is critical that there be

consistency among these professionals and supervisors as to which be-
haviors do or do not represent unreliability. Therefore, not only must
the target behaviors be specified, they must also be grouped in such a
way that the listing is comprehensive, non-redundant, specific, and
clear to those who must use it. In the absence of such a grouping,
agreement among those involved in the program (inter-rater reliability)
will be so low that the program will be of little value. The following
is one of the few rigorous attempts to arrive at such a grouping of - -

behaviors that addresses the reliability/emotional stability domain.

Dunnette, Bownas, and Bosshardt (1981), in a project for Edison Electric
Institute, undertook a study of power plant operator positions, positions
t' . ically considered to be of a "sensitive duty" nature. One objective
of the study was to identify the set of behaviors displayed by nuclear
power plant operators that are considered to indicate unreliability or
emotional instability. The project attempted to define aberrant or
unreliable behavior through collecting actual, on-the-job, incidents of
employee reliability. These incidents, which are usually called critical
incidents (Flanagan, 1954), are examples of behaviors at work that
represent various levels of effectiveness. In the Dunnette et al.
(1981) study, these incidents were collected in a series of workshops at
the nuclear plants, and conceptually clustered into eighteen dimensions
of "nuclear plant personnel emotional stability." Next, additional
workshops were held in which supervisors were asked to think of four
employees who had behaved unreliably, and to rate each employee on the
eighteen dimensions (using a single common rating scale). Final
correlations were computed among dimensions and the correlations were

subjected to a factor analysis; a five factor solution was obtained.

The five factors obtained in the DuTinette et al. (1981) study represent
five major criteria of emotional stability/behavioral reliability. They
were entitled:

1. Argumentative Hostility Toward Authority
2. Irresponsibility and Impulsivity
3. )e fensive Incompetence
4. Psychopathology
5. Reaction to Accumulated Stress
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Table 6. 1 shows tie behaviors and behavior patterns for each of the
factors/criter.ia.

These factors represent a unique step forward in the definition of the
construct of emotional instability and behavioral unreliability. Tile
behaviors, tihe dimensions, and ultimately tile factors hlave as their lI

basis actual incidents of employee unreliability. In addition, the
incidents gathered involved a wide range of jobs such as operating
personnel, guards, technicians, engineers, and others. Thus, although
these factors have been obtained from only one study, they ai-e firmly
grounded in behavior and likely to be of considerable generalizability.
Also, the factors make sense conceptually, and fit well with the litera- .
ture and practica l experience in this area. They appear, therefore, to .....".

provide a useful structure for future work in behavioral reliability,
and are very conducive to effective selection, monitoring, and inter-
vention within the scope of such a program.

Intervention. Intervention takes place when a monitoring program has
identified an individual as a possible risk (or actual danger) for
unreliable behavior. At that juncture, the organization has several
alternatiives, depending in part on the situation. The individual could
be fired, placed on some type of restriction, disciplined, or referred
for professional help. Largely, this is an individualized decision thatSmust take into account factors such as the behavior in question, the

sensitivity of the job, the individual's prior record, and the organiza-
tion's policies. In general, however, it is very important to include
an avenue for input from the individual , and an appeal process if he/she • - "
feels thle intervention is inappropriate. Also, if the intervention
process is seen as punitive, it can easily undermine the effectiveness
of the overal I program through lack of employee and supervisory co-
operat ion.

Summary. Fmployee behavioral reliability broadly defined includes
accept ing rules and regulations, making appropriate decisions under
stress, cooperating with other employees, following work directives, not
acting without keeping others informed of problems or mistakes, and
keeping vital information confidential. Thus, behavioral reliability
covers a wide range of activities and is an area that is dynamic and
ongoing. Because of these qualities and also the importance of re-
liability io sensitive duty positions, programs have been developed that
applv to the area in different ways. Selection programs, which include
interviews, honesty testing, background investigations, and various
types of psychological assessment, attempt to predict those at risk for
unreliability and eliminate them from consideration. These selection
techniques vary from signs to samples and from objective to subjective,
and require different validation strategies. Monitoring programs focus
on detection of on-the-job behav'ors that are currently unreliable or
may lead to unreliability. Mon.*,ring is therefore better able to take
into account behavioral change, :i, 1 may lend itself to suggestions for
effective employee interventions.
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TablIe 6.1. Criteria of behavioral unreliability.
(Reprinted with permission; Dunnette, Bownas, & Bosshardt, 1981)

1.Ar-&umentatL-ve _Host ~ii-iy_ lo ward Authto-r iy

'ismJor factor inc ludes such behaviors and behavior patternsas

*ExI'hi ts fits of temper, argues or fights with others, screams
or swears when quest loried.

*Refutses to take orders , chal lenges supervisor's authority,
shows arrogance, Is extremely critical toward thle company.

*Refuses to comply with established proceduires and sft
precauiIons, bends rules.

*Overreacts to real or Imagined criticism.

D Iisplays rigidity or Inflexibility, becomes agitated if
work routines are Interfered with.

*Attempts to perform all operating activities alone.

*Refuses to accept help from others. I

2. Irresponsibilily

This major factor includes; such behaviors and behavior patterns as:

*Takpes act ion without thinking.

*Shows questionable Judgment onl time spur of the moment.

*Plays frequent pranks.

q hows little concern for disci plinary threats, laughs off
errors or reprimands.

*Is often tardy or absent.

*Denies mistakes.

*Operates equtiment carelessly.

*Is frequtent ly sloppy or fails; to comp let e work.

* I nores t i me I I ml t 5 or p rocedunres.

*Creates excit emenmt When I o red( onl tile Job.
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Table 6. 1. Criteria of behavioral unreliability. (Co mled)

Engages in theft or sabotage, lies or cheats, commits acts
of vandalism.

Provides incorrect or inaccurate information when questioned. --

Refuses to offer expertise to others, tries to establish self

as "expert" by withholding operating Information from others.

Sleeps on the job.

Displays a low boredom tolerance that results in a lack of

vigilance.

3. De f-ensive Incompetence

This major factor Includes such behaviors and behavior patterns as:

. Refuses to enter contaminated areas when appropriate to enter.

Worries excessively about radiation overexposure.

Covers up mistakes to conceal lack of system comprehension.

Displays excessive timidity on the job.

-.Fails to Inform others of relevant Information.

Is reluctant to act without direct orders or explicit
Inst ruct tons.

4. Reactton to Stress

This major factor includes such behaviors and behavior patterns as:

. Responds Inappropriately to critical or emergency situations,
becomes indecisive or Incapacitated, disappears from the work
scene when faced with a crisiq.

. Startles or cries easily.

r loes the ability to discrimluate the problem and the actionnrieded, treats normal situations as ci-es, freezes, becomes

Indeciilve or incapacitated, forgets Important or obvious
th I ngq.

Shows deterloratln ' ierformance.

A-i
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e1 6 . Cr It eri of beI iavirl I unre Iab I I ty. (Colt inied)

I) Isplays unusual physical signs of nervousness such as
sweating, tremors, hesitation.

Complains excessively about pressures outside of work such
as family or finances.

Abuses or Is dependent upon chemicals, alcohol, or other drugs.

5. Emotional and Personal Adat, tabl lt

This major factor Includes such behaviors and behavior patterns as:

Displays recurrent mood swings from extreme euphoria to
extreme depression.

Chronic fatigue, insomnia, or appetite changes.

Extreme suspiciousness.

Demonstrates an excessive need for approval or hesitates to
act without direct instructions.

* Tends toward social isolation or withdrawal.

Displays a lack of attention to personal appearance.

Ts reluctant or refuses to work as a member of a team.

* Appears disoriented, has a loss of memory, or shows a marked
decline In Intellectual functioning.

* Displays a delayed reaction time.

Shows no emotion at all.

•as an Inability to perform job tasks as a result of medical
or physical symptoms.

Sees or hears things that do not exist.

Makes suicidal threats.

Has difficulty comprehend lg or responding to questions,
jumps from topic to topic In speech.
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One of the most important considerations for a behavioral reliability
program is a specification of the job's target behaviors, or those
behaviors that are inappropriate or dangerous in the particular work
setting. The reason these behaviors are so important is that they are
the basis for the criteria used in screening, monitoring, and inter-
vention decisions. In other words, virtually all decisions made in the
context of employee reliability ultimately refer to a description of
what does and does not constitute unreliable behavior. As an illustration,
work with nuclear power plant operators was described to show how these
target behaviors can be collected, analyzed, and grouped for use in
reliability decision-making. The five criteria of behavioral reliability
that resulted from that study appear to have wide generalizability, and
form a useful conceptual structure for future work in the area.

Current Behavioral Reliability Programs

The preceding section of this chapter described in general terms the
various aspects of a generic behavioral reliability program. In this - .
section, specific programs are discussed that were investigated during a PAK

se.-ies of site visits conducted as part of this project. These site
visits thus afford a look at a number of actual, in-place, reliability
prl,?rams that apply to a range of sensitive duty positions. The site
visits were conducted with the following agencies or organizations: I)
Federal Bureau of Investigation, 2) Los Angeles County Sheriff's Department,
3) Los Angeles City Police I)epartment, 4) Washington, D.C. Metropolitan
Transit Police Department, 5) U. S. Marine Corps Embassy Security Guard
Battalion, 6) Olympics Security Headquarters, 7) Northern States Power
Company, and 8) Wisconsin Electric Power Company.

These particular agencies were chosen by Mike Symonds of the Defense
Nuclear Agency and PI)RI staff, and represent a wide range of view-
points, jobs, locations, and working conditions. In addition, persons
in sensitive duty positions across these agencies differ in both the
degree of sensitivity of their jobs and the reason for that sensitivity,
thertby further increasing the generality of the findings. At each
agency, the site visit consisted of an interview session or sessions
with the individuals who were most familiar with the actual, day-to-day,
behvioral reliab ii iity program. Thus, the persons interviewed were
selected to be interviewed on the basis of their intimate knowledge of
the workings of the program, rather than their title or position. Inter-
viewees therefore included administrators, psychologists, managers , and
training and personnel specialists. The interviews ranged in length
from two to five hours, and included one to three interviewees per
session. Al 1 inlterviews were conducted by l)r. leaetta Hough, along with -
Mike Sm-mods, Bill Witter, Meg Keyes, or Bruce Bair.e

In the following sect ion, the principal f iid ings of the site visits for
each agency are reviewed. The discussion of tliese findin . is often
(Ii viIed iito two se ct iono, i ) select ion and 2) mon itor ing , in i ne w i t I(i
the earl ier descr ipt iion of t hee two mIior elements in behavior re I itlhi Ii ty
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programs. Also, a variety of supporting material from the site visit
interviews is available in Appendix A and may be consulted for additional
information.

Federal Bureau of investigation (FBI). The site visit with the FBI took
place at the FBi Academy in Otuantico, Virginia in June 1984. The informa-
tion is divided Into two sections, one that deals.with selection and one
that concerns monitoring. In regard to selection (or screening), the
FBI annually chooses approximately 450 new hires from a group of 6,000
to 10,000 applicants. Candidates are required to meet three initial
criteria in order to receive further consideration. They must have a
bachelor's degree, be between ages 23 and 35 and must qualify by passing
a knowledge test in one of these five areas:

science,
law,

• accounting,
language, or

• modified four-year degree and experience.
Although a person qualifies fin one of the above areas, he/sle may not
necessarily be selected in that area.

The FBI also uses two additional tests In their selection decisions. One
is an attitude inventory called the Special Agent Entrance Test, which
was leveloped by the FBI. It is based on a job analysis of agent activities
that found that seven personal characteristics were important to the
job. They are: oral communication; motivation/commitment; impact;
Initiative; work standards; independence; and range of interests. The
second test, called the Cognitive Functions Test, is also based on the
seven personal characteristics, and is composed of tests developed
earlier by Psychological Corporation.

The tests are used to identify the top ten candidates for each field
office, and these ten are then interviewed by a board of three people.
Overall, time weighting of the interview, Cognitive Functions and Special
Agent Entrance Test (the attitude questionnaire) are 55 points, 25
points, and 20 points respectively.

Another part of the selection process Is a medical exam. A medical
doctor certifies that the person is capable of strenuous physical activity
and that he/she also meets the vision requirement. Both eyes have to be
correctable to 20/20; in additton, one uncorrected eye can be no worse
than 20/200, the other eye no worse than 20/100. There have been some
exceptions to the vision requntrement.

At the field office, a preemployment physical fitness exam is also
given. It consists of a 1.5 mile walk/run, push-ups, sit-ups, and body
fitness. On a scale of 1-5 with 5 the best, one has to attain a 2 in
each of the four categories. The FBI doesn't disqualify people on this
basis, but won't schedtule training until candidates do score a 2 in each -
category. Once In training, those people with a total score of 10 or
less are automatically placed on a remedial program.
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The most important step in the selection process from a personnel re-

liability perspective is the background investigation and interview.

Like the age, education, and physical requirements and the qualifying

exam, the background check is used strictly to screen out applicants.

Anything derogatory found in a candidate's background is seen as suf-

ficient to eliminate the person from consideration. The background

investigation and interview concentrate on finding evidence of:
* a criminal record,
• a negative CIA check,
• unreported travel abroad,
• unaccounted for periods of time,
any pattern of trouble,

• negative information about behavior at educational institutions,
* lack of sincerity,

* negative opinions of neighbors,
* negative opinions of references and others who were not listed as

references, and
* anything else that would disqualify the candidate from obtaining

a security clearance.

Throughout the selection process, the FBI is looking for people who:
• are self-starters,
• have initiative,

• set their own work standards at a sufficiently high level,
* have interpersonal ability/presence (for interviewing),
• have a wide range of interests,
* are versatile,
* are tolerant of other approaches or life styles,

• are persuasive (need to obtain information from people who are

not necessarily interested in providing or revealing the information), .,

have good/accurate memories (need to recall and write down
information obtained in such encounters), and

* are sincere.

Moni toring. A valuable way of improving the likelihood that new FBI
agents will perform reliably in the field is to monitor their performance

during training. Training has obvious relevance to future job activities

and in addition is often a stressful period; therefore, it provides very

useful information about how an agent is likely to function in future,
stressful job situations. In the FBI, monitoring during training represents
an important part of the behavioral reliability program, and is con-

ducted with regard to three main areas: physical fitness, training
course grades , and demeanor.

With ie alrd to phvsical fitness, an early requirement is that the trainee
be able to pull the trigger of a standard issue revolver a minimum of 40
times in 30 seconds. This requirement is necessary because a person who
cannot do the trigger pull that quickly will likely not be able to pas s.
the firearms test that is held later in training. Since this trigger
pu I I requi rement was i ns t i tuted, the firearms test pass ing rates of men -
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evaluate an individual's progress an opeitan individual's ap-
proximate score at twelve weeks. Candidates must attain a minimum
standard of at least one positive score in each category, and a minimum
of 15 total points. (Scores range from -5 to +10 in each category.)
This is not a difficult standard and is less stringent than was applied
before. This revis ion in standards is because the job analysis did not
indicate that physical fitness was directly job related; therefore, a
more discretionary approach is now applied. A person who does score
below standard, however, is either placed on remedial training or asked
to appear before a review board.

*A review board is set tip to identify what problems a candidate has that
*are interfering with his/her progress in training. The review can apply

not only to physical fitness standards, but to course grades or demeanor
as well. In physical fitness, failure to attain the individual's pre-
dicted score range may indicate lack of motivation or poor work stan-
dards. Tire review hoard is designed to help candidates realize their -

weaknesses and take steps to correct them.

The second facet of training in which monitoring occurs relates to
minimum course grades. One must attain an 85 or above to pass a test
and candid;itcs- must pass all tests. Previously, if a person received
less than 85 on two tests, they were asked to resign. Now, the FBI has
a gray area, scores of 80-85. If someone receives two scores in this
range, they go before the review board. (Two scores below 80 and the
candidate is immediately asked to resign.) Again, the review board
tries to identify what the problem is and develop an approach for over-
coming tire problem. Candidates still must obtain 85 or better on all
tests (they have to retake a test if they get less than 85). The review
board process has had a significant impact on the retention of minority
applicants. Data from before and after implementation of the review
board show that blacks are now completing training in higher percentages
than before.

Tire third aspect of monitoring during training concerns the candidate'sW
demeanor. If FBI training staff have reservations about an individual's
future reliability and can document tire case, a review board is convened.

The review board process was introduced in 1980. It consists of three
* officials (plus the personnel reliability coordinator who sits in) who

meet to resolve any candidate training problems. As mentioned, their
object ive is to help candidates complete training without lowering tire

*quality of FBI agents. They obtain information from instructors, counselors,
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and tihe individual and then design remedial programs tailored to the
individual. If the individual does not show improvement, lie or she is
asked to resign. Other recommendations may include a) staying in the
program longer, and b) recycling the individual through another training
class. Sometimes personal difficulties (death, etc.) with one's family
_justify recycling the individual through another program. The review
board documents the case and writes a summary. The board's recommenda-
tions are always reviewed by tile FBI Assistant Director who has tie
final decision.

Once training is completed, each new agent works side-by-side with a
field training agent for 20 work-days. This field training agent evalu- - -

ates the individual and at the end of the 20 work-days makes a recommenda-
tion about whether tile individual can work alone. Compared to the
previous system, the present FBI system is much more supportive of the
individual both during training and once on the job. In addition to the
phvsical fitness testing approach, the marginal failure range for course
test scores, the individualized remedial programs, and the review board,
tie FBI now has "field counselors" in the dorms to deal with personal
problems during training, a psychological services program for agents,
and, most recently, a structured procedure between supervisor and under-
cover agent to ensure good psychological health/stability during and
after the period of undercover work.

lhe psychological services program is composed primarily of a psychia-
trist who provides counseling, therapy, and referrals to a psychiatrist
or therapist in the agent's geographic area. The psychiatrist and a
colleague also do family counseling. This program is voluntary, the
individual agent seeks out the service. The agent's supervisor, how-
ever, can recommend that such lielp be obtained.

Another prog,,ram the FBI has is for agents involved in undercover work,
called "Safeguarding the Psychological Health of Undercover Agents." It
consists of a minimum of four interviews between supervisor and under-
cover agent. The first interview is the "'reliminary Interview for
Undercover Assignment," the second (and perhaps additional ones) is "Six
Months' Interview for Undercover Project," the third is "Debriefing
Interview for Undercover Project ," and the fourth is "Follow-up Inter-
view for Undercover Project." This set of interviews recognizes the
importance to both the organization and the individual of the agent's
psychological healtlh/stability. It is an effort to make the agents more
'reliable" in both the short and long term. (Appendix A contains copies
of the four interview formats which were designed by Howard Teten of
the FBI.) This program has been well received because the agents and
FBI management both recognized the need for ensuring reliable agents
before, during, and after undercover work.

In addition to these formal pro irms for behavioral reliability, there
is also the normal performance .I -a isal system. Unfortunately, the
performance ratings show little or no variance - 951l of agents receive
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excellent, 4% receive outstanding, and 1% receive average ratings. In
tile context of performance appraisal, however, the "reliability" of an
agent's behavior is monitored by supervisors. If there is a problem,
they generally will take care of it on an informal basis through work
assignment to something less sensitive. They will recommend AA, the
psychological services program, etc. They also can place the agent on
limited duty, take away his/her gun, and/or strongly curtail his/her
assignments.

Los Angeles County Sheriff's Department. The site visit to the L. A.
County Sheriff's Department took place in Los Angeles in July 1984. As
with the FBI, the Sheriff's Department experiences a very favorable
selection ratio, hiring only 5Z or 700 of the approximately 14,000
yearly applicants. Also, the selection procedure is fairly similar to
that of the FBI, since it includes a series of hurdles to be met by each
candidate. Thus, in order to be considered, a candidate must first be
over age 21, have a high school diploma or GED, and have a valid driver's
license. Assuming the candidate meets these criteria, he/she is
scheduled for a written examination. The written exam measures reading
skills, writing skills, and reasoning ability. Last year, of the group
who showed up for the written exam, 64%, or 5508 people, passed the
exam.

The candidates who pass the written exam are scheduled for a Physical
Agility Test (PAT) which consists of running, dragging a body, and
simulating handcuffing a person (forcing two bars together, requires 60
pounds force). Sixty-three percent of the applicants pass this test,
but only 20% of the women as compared to 76% of the men. As a result,
approximately 50% of both men and women that fail the PAT are scheduled
for remedial training, through which women are able to improve their
relative passing rate. Those that pass are then scheduled for the next
step, the oral interview.

The oral interview determines one's ranking on the eligibility list. It
is an evaluation of each candidate's motivation, overall fitness for
the job, and understanding of the job. Two deputies, who are randomly
selected from the ranks of deputy or sergeant, sit on the board. They
ask three hypotietical questions from a set of six or seven and also go
through the candidate's resume and past job experiences. The maximum
score possible for a candidate is 100; passing is 70.

Assuming that a candidate has made it through the process this far, a
medical exam is conducted and a background investigation is undertaken.
Each applicant completes a fifteen-page questionnaire, called the pre-
polygraph questionnaire. There can be no omissions and no falsifica-
tions. If there are, the person is disqualified. The threat of a
polygraph is, apparently, enough to cause many people to withdraw their
appl icat ion. 1he background investigator receives the candidate's fi le
and checks the financial or credit history, school records, employment
history, home life, criminal history, drug history (can't have used
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marijuana in the last year, can't have ever used hallucinatory drugs),
driving record (three tickets in one year is a dLsqualifier), etc. The %W

background investigation focuses primarily on gathering information
about the applicant's moral character, stability, and responsibility.
At this point, the investigator can request that the applicant have a ..

psychological exam and/or a polygraph. The psychological exam consists
of an M hPI and an in-depth interview with a psychologist.

Basically, the psychological examination is designed to learn more about
those candidates about whom the background investigator is uncertain.
According to the psychologist interviewed, many of these individuals
have a rather rigid view of the world, and tend to see it in black and
white terms or good versus evil. The fear is that such an individual A
may over-react to many situations. Thus, the psychologist uses the MPI
and interview to probe those areas that may be related to future unre-
liability. In addition to or instead of a psychological exam, the
background investigator may also request a polygraph. Finally, the
investigator writes up a summary of the findings from the background
investigation and makes a recommendation. As with the written exam and
the physical, the background investigation is used only to select out or
eliminate candidates from further consideration.

The final selection decision is made by the Captain of the Personnel
Bureau. In general, the characteristics the Los Angeles Sheriff's
Department is looking for in deputy sheriffs are: ft

* common sense,
maturity,

personality, . -
at t i tude, '

motivation,
independent judgment,
interpersonal skills,
writing ability, and
physical fitness.

The L. A. County Sheriff's Department now does realistic job previews
describing training, custody assignment, and black-and-white patrol
assignment. Since this program was introduced, there is less turnover.
The I. A. County Sheriff's 1)epartment also considers their training
academy to be part of the selection procedure. In effect, they set up

a very demanding job environment for eighteen weeks and assess who can
and cannot "cut it." The academy is a comlbinat ion junior college and
boot camp and is characterized an extremely l st ructured situation. It
includes physil fitness/exercise, rolv-p ying, simuilations (such as
death notification, search, pu ll-ove r and approach, off i ccr-involved
shootings), ride-alongs, combat training, trainin, with arms, officer
survival safety. Spanislh classes, deafnes- ; awi eness classes, gay aware-
ness classes, ctiltural exchan& 4, courtroom demeanor, eLc. The qua 1 it Ies
that are emphasized and sought ill cadets and ofl- icers are proper ittitudo,
(willing and hard worker), condu :, motivation, self-disciplin', team

• • % , ... . - , . 1 1 .
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work, physical fitness, and compassion. Of those people who do not

complete training, most are lost during the first eight weeks. It is
felt that most are lost for "attitude" reasons, i.e., the cadet is
overwhelmed by tile discipline, doesn't want that kind of discipline, or

is unwilling to make the sacrifice.

Tile site visit interviewees said that the department does not arti-
ficially induce stress into the academy. There is no intimidation, no
attempt to "break a person." In fact, they try to accommodate the
cadets' needs. They are human relations oriented and flexible in their
approach to problems encountered during training. In addition to the
training component, the academy is considered a part of the screening
process and is used to identify persons not fit for police work. Such
people were characterized as lacking maturity, common sense, motivation,
and the proper personality or attitude. The full range of conduct and
performance at the academy is evaluated, critiqued, and discussed with
each individual. The cadets are also evaluated by staff who observe the
cadets' reactions in the role playing exercises and simulations.
Examples of cadet actions that are unacceptable are: a) won't defend
oneself, b) 6veruses a weapon (i.e., has a gun drawn in inappropriate
situations), c) is a bully, or d) freezes. The cadets also evaluate
each other (peer evaluations). These are not used to eliminate people,
but if negative information from peers corroborates the staff's opinion,
they will use the information to remove the person from the training
program. Peer evaluations are done twice, at six and twelve weeks into
training.

Late in the training program, a family orientation night is held. Family. .-.-

members meet the staff, talk to the platoon leader one-on-one, and learn
about what the job of a sheriff's deputy is all about. Also, when the
eighteen weeks of training are complete, there is a celebration which
includes spouses.

Monitoring. The L. A. County Sheriff's Department has no formal be-
havioral reliability, monitoring program in place. There are, however,
a number of policies that relate to behavioral reliability. First,
formal performance evaluation is done on a yearly basis. The D)epartment
uses the standard county performance form that is used for most county
employees. After tie performance discussion with tie supervisor, the
officer reads and signs the form. Also, the department has standards
against which officers are assessed with regard to misconduct or poor
judgment, particularly if the officer is involved in a questionable
incident such as a shooting. Officers cannot be fired from their jobs
for either possession of marijuana or drunken driving. They are fired,
however, if convicted of a felony or of possession of heroin or cocaine.

Several other programs also relate to behavioral reliability. One of
these is desi ;ed to combat the monotony that young officers experience
when assigned to giuard duty at tie jail during their first one or two
years with the department. Since most of the officers are action-
oriented and adventurous types who dislike guard duty, the department
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has initiated a training program for these people to help their morale. W-
'he training is characterized as high profile, active, adventure type
ski I training. It includes such things as pull-over and approach,
search, officer-involved shootings, etc. The resulting reduction in
mnLotony has reduced turnover, and may have improved day-to-day per-
I ormance as we I ...._ -.

I i nallv, the Sheriff's Department also provides an agency at which
officers or fami lV members who are having personal or professional
problems may come for counseling. Over half of the department has made

sc of the services of this ag)ency, which is physically located several
blocks awa-y from any other Sheriff's Department office or facility to "
i nc rease c'n fi dent ia lit y. According to the psychologist interviewed,
tle pm im.,rv re.ison people come to the counseling agency is for relation-
shi1ip pr1, lens. Some of these are job-related; officers may forget how

to re Ilt , to p,,plI other than in an authoritarian manner. Also, some
wrkshifts (e,.g., the graveyard) are especially disruptive to family
I ift' . Aotl her major problem is that working twelve to fourteen hour
divs in order to get the paperwork done, then going to court the next
div,* is very tirin 1 ; and hard on one's family and personal life. Basically,

lit coillie 1 ilog age,ncy helps to identify these sources of adjustment
,l) lem.s, and a ids the officer or iis/her family in finding solutions.

L,,s An_le] - Police Department (LAI'D). Interviews were conducted in Los

Anee I's in ,In v 198/4 with persons affiliated with the LAPD. The follow-
ig , are minimum entrance requirements for LAIT' police officers:

1. que - 21 years;
2. edumcat ion.- high school diploma or (ED equivalent;
3. citizenship - U.S.A. citizenship as soon as possible; must sub

mit proof of U.S.A. citizenship application;
4. vision - uncorrected at least 20/40 using both eyes, with at

least 20/70 ill the poorer eye and at least 20/40 in the better
eye; correctable to 20/30; normal depth perception and satis-
factory color vision requnired;

5. heifht/weijht - at least 5' 0", not more than 6' 8"'; weight
appropri ate for height and build;

fi. heal tli - excellent with no conditions which would restrict
A;miiitv to safely do police work; and

7 . bai:kro.nd- no felony convictions.

If the applicant meets these criteria, he/she may take the qualifying
written test which iiieasures reading comprehension, English usai'e (in-
cluding spe l liug and vocabulary), reasoning, and abi lit tio make -omnmion
semise judgments on pract ical problems. 'lIhis remi rinement may also be
waived if the poison has: a) Copili eted , with a "C" average or better,
60 col lege semester units or 90 college quarter units; b) been einpl eed
bv the city for three or more months; or c) been full-time in law enforce- " "
meit for tie past year and has a Ca I ifornia Peace Off i cer St andards and
'training Certi ficate. The test is used only as a d isqual i fier. If a V
person passes, his or her score on this test has no impact on the
ranking of candidates.
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Very few people are disqualified by the written exam, and the test may

be taken once every three months. Each person who passes the written
exam is scheduled for an interview. At this point, however, and throughout
the selection process, there is quite a bit of self-selecting out. In
other words, many of thoce who pass one phase do not show up for the
next one. If a candidate does continue the process, he/she next par-
ticipates in an interview, which can also be taken once every three
months.

In the interview, a candidate is evaluated with regard to employment

history, education, ability to relate to others, reasoning and problem-
solving ability in answering situation questions, and communication

skills. The interview panel usually consists of three people: a police
sergeant or detective, a person from the personnel department (city),
and a person from the community. It is about a 20-30 minute interview
that is highly structured. Two of the questions consist of police
situational judgment items. The interviewers independently rate the. . -

applicant on four dimensions: 1) employment and education history, 2)
interpersonal skills, 3) reasoning and problem solving, and 4) oral
communication skills. In order to pass, a candidate must obtain a score
of 70 or higher out of a possible 100. This score also determines the
candidate's rank.

The final portion of the selection procedure includes four evaluations
that serve only to disqualify or screen out ill-suited applicants. The
first of these is the physical abilitie. test, which is designed to
measure phvsical endturance, strength, and agility. If failed, this test

:* mav be retaken as many times as desired. The second evaluation is
medical , and require,; that the candidate be in excellent health with no
conditions that would restrict his/her ability to do police work safely.

The candidate cannot exceed a given level of body fat, and may be re-
quired to take a cardiac stress test on a treadmill.

The third evaluat ion that may disqualify a candidate is the background
invest i gat ion. This includes an interview and a thorough check of
pol ice records ; personal , military, and employment histories; and in-

* (Uq i ry of persons who know the applicant. The purpose of these inquiries
is to evaluate whetLher the applicant: 1) respects the law, 2) is honest,
3) has mriture jiudgment, 4) respects the rights of others, 5) has a good
employment record, 6) has a good military record, 7) has a responsible
financial record, and 8) has a good driving record. The LAPD also has
specific "conduct guidelines" that tie background investigators use in 7
evaluating candidates on these dimensions. The guidelines contain
specific examples of what the background investigator should look for
and are included ill Appendix A. In addition to these guidelines, anv
single use of hard narcsotics is disqualifying. The candidate is also ...-

disq ualified if lie/she ias qmoked marijuana more than 100 times. If
; there is uvideice tlie person is not telling, the truth, a polvgrapll may '-

be given.
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Finally, tile fourth source of potential disqual i ficat ion is the psv-
chological evaluation. This is dlone by a citv-eoploved psy'chologist.

Tihe M4NP I is administered and inter preted by thle psyvchologist , a long with
an interview. According to one source, the rate of disquali ications is %
based on who the psychologist is. Previouslv, approximately 707 of
those interviewed were disqualified by the psycholIogist; current ly about
17? are disqualified as a resuIt of the psychological evaltiat ion. C"w,

In addition to tile normal selection system for LAI'I), another factor
is currently influencing the hiring of officers. IAI'l) is preseent lv

operating under a consent decree which dictates that more women must be
hired until the department is at least 25Z female. For racial minorities
such as blacks and tHispanics, there are hi'ring goals rather than ;i
mandated percent. W,

The research thlat has been done at the LAPI) has shown that the su'ces ,
rate on the street is tile same for men and women and for all combi na-
tions of partners: female/female, male/female, and male/male. They
have also found that there is no correlation between shooting scores at
the academy and success on the street, nor is there a relationship
between physical prowess and success on the street. There is a cor-
relation between academic achievement or mental ability and success on
the street.

1-onitorii. The LAPI) academy will be considered a part of monitoring.
Like the Sheriff's D)epartment training, the academy is very military,
very regimented, and Much like boot camp. It trains approximately 400-
500 recruits each year. The regular training at the academy is divided
into four sections: 1) instructional technology section; 2) recruit
training section; 3) specialized training section; and 4) organizational
development sect ion (advanced training of management techniques for
sergeants, detectives, I ieutenants , and higher). Classroom training,
audlio and video tapes, books, simulation, and role-playing techniques
are among the teaching mediums used.

The training includes physical conditioning, self-defense, first aid,
cardio-pulilmonary resuscitation, and ordnance training. There is also a
simulator which is designed to teach decision-making under stress in
potent a I f ield shooting situations. It's called DEFT, ,"Development and
Fvaliiation of Firearms Training," and permits an officer to view true-
to-life filmed enactments of various situations. 'lhe officer reacts to
them in a non-life-threatening setting, actually firing at targets on a
special, curved ,;creen that registers a score. The officer's performance
is videotaped and then cr it iquted both by a live instructor and a corn-
puter whiichi reports thle t rahi ec 's accuracy and] coopIliance wi th Ii,API)
shooting policy. It was remarked that the DIET may he the best part of

the acade, my.

Another ei feet i'e prtgrum at the academy is part of the aforenment iomed

consent dlocree' ;1ad is des i 'ueid to redlice the disparitv in tile attrition.

rates of :[en :ild women. Previous';,, the Ittl r it iol rate 1 4111 the acatdemv

. . . . .



for women was 62,, for men 18~.. The p robl1em for womlen was a 1lack of
1Pt ti upc hody st rengp I and command presence. To mieet this need, there
is now a Program cal led "'Cr ime Prevent ion Assistance'" in which women are
emt~p Iox ed P v thle c i tv for four-r iye monthis. For six of e ighit hours each
day tilie womaln per forms Serv ices for the department , the oilier two houirs

of thle day -,he works out with Ii te train ing staff , doing primnar ilyI we iph t lif tingp exercises. LAPDI also developed a program cal led 'POW'
,I- 'los i t i ye ()I cullt at ioil f or W iinni ng Response. " Tiis is a one-hour

ci ass and is, desigiied to priepalre womten for st reet work. It focuses on
hi'W to conitrol onleself in) a compel itive, electri fying situation; it

e .it his ''coImilln presence." Thiese two prop ,raiiis have broughlt thle academy
'Itt r i L ion1 ri-t e for woimeni down to approximatLelIy that of men , and as

nent l oned , woien pe rt fem as well onl tlie s tree t as do men.

~'ueit' aclevmy t rain i up is alImost complete , the spouises ;,ire i nv ited to
the icideax for a one dayI% program. This day is devoted to showing the

s~iswhat thlt off icers willI exp~erience. The new officer is also
ASS i cujed ;iI L i i1i ig (if of i cr who superv ises Ihi m/hier f or a per ioil of one

V ear1,. lhii , ;a new off i rer is uctiua I Iy oin probation for one and one-
hi f casw it th I i rst six itontlis being the academy. During the
year tinder Hit trmaiinin o0fficier, thle new (ifficer is rated every two
weeks tie f i rst three montlis , and then monthly for thme rest of thme year.
'file LAPI) loses aboit t twelv e people y earl y for i nab ili ty to per form to
st oda rds dulinlg thiis one year period. Also, the LAPD dist inguliShIes

betIween per forlinc e def ic ienc ies and misc ondutc t. lDimring probation, an
officer is terminalted immTediately for miscondullct.

StliIrItth I.A.County Slier iff's Department , the LAPD has a number
of service, available to liel p offitcers prevent or deal with prob lems
that co ntibtu te to tintel f abl1e bel aiv ior. One of these is the ''Early
Prevent iotn of E~mo ti onal IP'rob lems" proram I t also includes t eachilug
stuperv isoirs ]how to (letect behiavioerali changpes in sublordinates that in-
dicate the need for psycho logical services. Ani of ficer can vol untaril1y
use the serv ices of the psycho lopgists. If the officer does voIluntarily
seek hl1p, manaigement. neve r knows about itI. A suipe rviso r ('an not order

a-im ot f i er ti seek cotinse I inp ; however , the stuperv isor can order a
''fitness report"' on the officer. III such a situation, the psychologist
p re'pares aI fitnies s report for management . Part oif this fitness report
inclIudes wte the r or not thlt o ffi ccr is stiff i ciencl y reliable tot carry a
ip111. Abiouit 80" comet init on conf ident ialI has is, the other 20Z are
orderetd in. A f itnesL-s report is, nandatory if the tfficer is involved in
at shoot inli.

Twoi add it ional prigrais are aI I st iavai lab Ie to of f i cers who wish to deal
with, 'mot i ona I or persona I 1prot) Iems. O)ne- of these is ('alI led the ''PEEIR
Co;titns elI ing'' pnr r.rlm. It ('tils i ts of vol unteers who have experienced
prob lei-is who tailk withI, coinse I, and aire support ive of an officeer who

has a s ii lakr piroblecm. Fxaml es of expetrienmces otr problems that these
volunteers have hiid are topeni heart. surgery , sexual abuse, an(i terminal

*caIncer. Thiis iS; 5 so seen1 as i'lle Of the biest programs thme LAPDI) ,:;.

Atmot her sitippirt prigruui aivaiiibIe i s cal lIed th I(liCapI i n Program. Thllis
* ~is a ,i1,rVh ic tor pieole who waint toi disciuss thiir prob louts with soimeonle



who has hidu rel igious training and has a1 ret igious orientation.

Wash ~ _. Meg on o ropol it an Area Trans it Au thor ityv Police . 'ihe sit e
vis it to the Netr rilans it P'ol ice took place inl Washington, 1). C. inl
tonle E%. stablIishied to provide security and protectionl for peoplIe

who are usinug the Washington , 1). C. mass transit system (eg, suwa

l ie 'Irans itL Po I I coe carry weapons andi furic t in in a sort of midd Ie ground
J)Ct eel p I (( tf ico ad scu i y uar .Thu, hejotb may he con-
sideed i snsiivedut poitin snceit nvovestheprotect ion of

huwi lfean ctvprpety a wllasivo lvin cosde rabl 1 angr

than tat r s. Il ange of sensi tlye duty, however, is far more restricted]
thnthto t hree agenc ies d iscussed previous ly

In do illv Select in for Trans it Pol11ice of ficers , a five-step approach is
cop l oved . Fi rst , a I I appIi cant s (approx imnatelIy 2500 per year ) must

copI etc an ap p1 i cat ion form, wh i ch is thlen sc reened by thle personnel
dop~irtmtent . 'The screen intg is to determinle that the appi icant hias a high4 schiool d~jipomai and driver's l icense, and also that the application i s
c ntp I etc a-nd reaisonah I %, welIl writ Ltenl. The Dtepar tmen t Capt ain thlen

exa i icshe onis tosreen out persons with Iiciminal records or othle r
,1,viouts Iy disqil i fyirig characteristics. About hialf of the appl icants

aire sc retord out at. titis stage.

3 the noxt 5Sti ate ilivolves idministrat ion of the Personal Selection Ini-
vt'ntorv (PS1I) to lte( remaining applicanits. Before beginning this stage,
to'Wove r , the a'pp 1 .il an s a re i n formed thiat i f , a t any t ime during the
:;oe t oil process-;, t hey are not t rttf 1i1 , they w il h e d isquaIi f ied I ron
I u rt her t-onls i del-tat onl. W i tlith ti s admntion L!il, thle PS I is g ivenl and
app]1 I ta L'lit S res pots]d t 0 q ties t ions Lihat mneastire f outr chiarac t eri ist i es

1) v i o I tee
C ) toe or abuse of druig,,s n
d ) honestv Ill ans"wering the inventory.

S coreus areP t ot aI ed onl these f our sea les and compa retd with cu tto ff scores .

to) receive furthter ('otisiderat ion, a candidate must score above these
ruit ofI fs i n a I I f oujr ieas,;.- . Ini other words, a cand idtat e muist not be
se;C11 as tend in)u towairds tIislionesty , violence, tdrtug abtuse , or lying onl

tlhe I tivoit orv . I n g;eneralI , approx imnatelIy% 50)'. of the appIi cant s who
cromp]) k to tI ( I'S] Iups thle tu tof fs inl at I aireas, andI are el igible to
rouilt i tote in1 t ief So' I L'r1 ion1 process .

h' I' I , wht1i h'ie; tm'cti dove loped by a fi tml called( jotiltdii lotise, inl-
viv' 5''i s es s-Iin isc as 'Itaive v o,'i eve r s t oh I pn)rope r t V 01n

thlo' 'b t lett Wa)! wo)th more than $5?'" As, mont ionod , thte iupplIicant 's
in (' - t hos e (uest ions alre uised t o p)red ic t whetheicr t le inTd iv idnalI is

Ii Isy be d ishiones t , vio(11 lnt , or a suibs t arice iiser /aibuse r. 'Th e
r ';i i pt, i 'no, aref t i it ap I I i rani it s, w i I I ansvw er h ioniie st Iv aniid thIia t their pa 1s t %-

tht1,lviot is an;l elffort ive predih(Ir t of thei r fuiture behavior. 'Tius , thle .

I" 1~ t 1-3 i t n, tir l i lIv p1rod i c I~ ' w i I 1 be a goodt o f fite r , bitt i t i s
rtie io rton ott t t h)o se at L k f or lull r e 1 i ) cu to biv i or .



The third phase of the select ion p~rocess is ain interview. A three-
person pane] , gen'ra I I v -ons! i st ngf, of a captai in, a f ema le, and a h lack,
interviews each Crand idate for approximate lv 30 ilnutes (see At tachment A
for tile set of interview quest ions and the rating form) . In add it ion,
just prior to the inter-view, tile aipplicant is given a question to which
lie or she urnLs t prepare af writ ten response. Aftoer thle interview, tire
interviewers review tife sliert essay to evaluate the app] icaint 's writ ing
style. At this point, tile interview panel combines thiei r perception!; of
thle appIi can t b~asedl onl thle in te rv i ew and writLtenl respons , and~ ass igns
the app Ii icant all ove ra I I score. Ani app I icant must score 90 en a 100-
point scale in o rdher to move oin to the next phase.pb
Fol lowing thle interview, allI remaining app i icants are checked out via a
background invest igatiton. Two detectives in internal affairs check WALE
(Wash ing ton Area law EnAforcemlent ) and NC IC ( tile FBlI 's National Cr ime
In formiat ion Center-) for evidence of a criminal record. Anyone with a

K criminal recordl is e limina ted. They yenify that thle high school cer-
* tificate is valid (a certified high school diplomia is required), verify

he accuracy of thfe hi rth certificate, and also verify the co liege
* dog ree and/or t ranusc ript. They aliso do a ne i gibo rliood chieck to get

f la ce- to-fiack ev a I niatL i b)y n e i gl ibo rs . F inal ly, tilie detectives check
* ~chii ldhood schools , c red it rat iug , employers , references , and friends. A

- ~ oo emp loymeiit hi story is a knock-out factoir.

fronginsiot thle selec (-t io ()if ) -ccsS thef( app]I i ca,,ntLs are t oldo that any ofUs-
honestv i espon[se to ;ilv quest ion will result in disqualification.

* 17I,, inl thebciludit's ii n an incons istency is discovered
*between what thet illdiv idua i satid or indicated onl a form and what the
*detect ives f ind], t he appl Iicaint is disqual ified. The detective writes tip

a narrat ive of what lie/sLhe f i rrds and p laces it in the applicant's folder
whiichi is a romip lote regi stor of thle entire select ion process. D~etect ives

* then snmrrriar ize t he lari Iid o rlidgs. I I thiey see anything out of thle
-ordinary-, t hey re~fer it to the rapt ain for review. Approximately hial f

o4 Lthe appli caints ar-e screened oult on the has is of this backgrou-nd
* ~irives t iga tion. -

I he f il pli~liu of thle so ieort ion procedure is thie medical /plivs ical exam.
Iii is is dolne con Tcurrenit Iv w it thIle background investigation. In add ition
to a lie I gt anid we i gJlut requiremeint, eyes, mu1xst be correctable to 20/ 30.
Uncorrect ed eves igliht canif be nol worse than 20/50 ir tile iretter eve, 20/60
in the poletr eIve, aInd 201/50 together.

AllI of the forel'oing) irrlorrat ion is kept irr tire ;ippl icant 's file and

thjIoS0 Will0 irave ;irvivCd all steps; are reviewed byv the Ass,-istant Chief
*Wh Wllkes tile finall decision. Approximate lv 2() people aire hii red ear h

year17 iis out )lf 2500) iiit ia I ajplicuits, on llv 20 or- so ,are hired ol
aVt -ii v ha sis.

Or ) i t or i ii Ag.i iri, t i ; i ii in; 5] 1 I I 1b (ol h i (Il' red a1 prl rt o1f t lit Net io
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regit i po111 I iceps i t i (i i ire 5ilctld l ed olr t r;r 1 hig ait t re Po Ii e
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Academy in northern Virginia. Like the FBI, they must pass a trigger
pull test prior to beginning training, a requirement designed to reduce V
the number of women who fail to qualify with firearms during training.
The training consists of a 13-week course in which officers are trained
in police work and given knowledge and skill tests, which they must
pass. Currently about 5 of the Metro trainees do not pass the training.
Prior to the current selection system, approximately 25-30% failed to
pass. Apparently, there is no formal reliability monitoring system for
off icers whi le in training other than the informal evaluation made by
training off ic ia I.s.

Once on the job, monitoring is in two basic forms: supervisory aware-
ness and an annual physical. Supervisors observe their subordinates for
any changes in their conduct and/or appearance, and the Watch Commander
inspects everyone. During inspections, particular attention is paid to
each officer's eyes, breath, and whether or not orders are understood.
The department is especially sensitive about alcohol or drug use. If an
officer is suspected of having used such substances, a urine analysis is
done. If the person refuses the test, lie or she is terminated. If any
trace of drugs other than a doctor's prescription or common medicine is
detected, the sample is sent for a detailed analysis. If there is
evidence of drugs, the individual is terminated. Because of this strict
policy, drug use/abuse is believed to be non-existent.

Another formi of supervisory monitoring includes steps taken after an
officer is involved in a serious incident or accident. The officer
involved undergoes a post-incident exam which includes a urine analysis
and a breatha yzer, to ensure that drugs were not a factor. Also, all
citizen complaijts are investigated. The existence of several com-
plaints about a person may suggest that there is some kind of problem.
Also, if an officer is having problems related to his/her job performance,
the supervisor can discuss it with the officer on-tIhe-spot or schedule
an intecvi ew/consul tat ion with the officer. When drugs are suspected
and confirmed, the individual is terminated. In addition, any inter-
vi ew/consul tat ion gets recorded in the inl iv idna I ' s personnel folder.
Somet times tie so lI t ion adopted i s to reassign the individual - perhaps
to an assignment with greater supervision or perhaps an assignment from
mobile patrol ti train station. If a person is not performing well, the
depa rtment can deny a normal promotion, and if the person hast't improved
in 90 dIvs, they ma y c(oinsider terninatintg the officer. If disciplinary

action is takeni and the individual involved is a supervisor, the person
can Ippeal the act ion. Anl appeals board laiindles such situations. If
the individual is an officer, tie n ion ctall tcact is eel evanit. In that

case, a grievaice procedure is followed.

The other form of on-tle-job mimitoring that is ued h, the Metro POoI ice
is tile UialnUnornced physical exalliilatioli. 1liese a 111 a LInou ed only one
or two daN's prior ti tit, actu:', exam SO tilie individual cannot cleaise
lis or her bodv of dru;s. Par -, tle exam is; ;I urine an;llys is. Anot her

part of th ex;m is ;I check on 1 t pors'ii s wei ghit. If the per'I~s is
,vrtweijht, lie ,mr sie h's ;I co il il period of I ime to lose lie weight
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Marine Corps Security Guards. The U. S. Marine Corps Security Guard
Battalion in Quantico, Virginia was visited in June 1984. This battalion

is responsible for security guard services at U. S. Embassies, Legations,

and Consulates, including protection of personnel, property, and classified
and administratively controlled material and equipment within those "-

premises. The Marine guards are also prepared to protect the foreign
security post and its personnel in emergency situations. Training for
these guards is provided by both tihe State Department and the Marine --.

Corps, and once on security guard assignment, the State Department is in
operational control while the Marine Corps is in administrative control

of the guards.

The requirements for becoming a Marine Security Guard (MSG) are that tile

individual be a "mature and qualif Led Marine" in the rank of lance

corporal or higher, although a waiver may be granted to qualified

privates first class who are then promoted to lance corporal following

successful completion of training. More specific requirements for

sergeants and below are that the individual:

1) is unmarried and agrees to remain unmarried until completion

of tile tour of duty;

2) is a volunteer;

3) is a U. S. citizen;
4) has a satisfactory security clearance (NAC or ENTNAC);

5) if a corporal or below, has average conduct and proficiency

ratings of at least 4.2 and 4.2 respectively (tile average in

MSG is 4.6 and 4.5 respectively, much higher than the normal

re-enlistment requirements of 4.0 and 4.0);

6) meets Marine Corps standards of personal appearance and has
successfully completed the most recent promotion fitness test;

7) does not have any of the following disqualifying factors:
(a) conviction by general court-martial,

(b) conviction by special or summary court-martial

during five years immediately prior to MSG
assignment,

(c) more than one non-judicial punishment during the

previous year,
(d) a record of civilian conviction for which some type ...

of restraint was imposed,
(e) a history of financial instability, or

(f) any derogatory information in an applicant's back-
ground which may jeopardize a top secret clearance;

8) has a minimum derived aptitude score of 90; and
9) has at least 32 months obligated service remaining upon

reportirig to MSG school.

For senior non -commissioned (officers (SNCOs) , tile requirements are:
I) qual ifications 2 through 7 above;
2) those requesting an accompanied tour may not have more than

four dependents, incliuding spouse;
3) spouises and dependents accompanying tile SNC() must be U. S.

citizens, either natural ized or hold dual citizenship;
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4) staff sergeants must have one year in grade; and
5) all SNCOs must have at least 26 mionths obligated service upon

reporting to MSG school.
There are a total of 171,000 Marines; of these, only 21,000 meet the
above qua 1 if ications.

Selection. MSGs are recruited to thre security battalion in two principle
ways: 1) through informal channels and self-initiated investigation, or
2) through formal recruiting efforts that present information at various
Marine bases. Following application, each MSG candidate is interviewed
by that individual's commanding officer. This interview focuses on the
candidate's confidence, initiative, maturity, judgment under stress,
at t i t ude , appearance, and commun icat ion ski I Is. The candidate's service 'Wit-
record is also examined. Of special interest are the characteristics
mentioned above, as well as letters of appreciation, meritorious awards,
and medals. Any evidence of drug use, involvement with the law, dis-
ciplinary action, financial difficulties, or similar problems are noted.

Health records are reviewed for obvious disqualifying defects such as
sleep walking, suicide attempts, history of mental illness, a speech
defect, and drug and alcohol abuse. A complete physical/mental examina-
tion is also required. The physical includes urinalysis, hematologic
studies, and chest x-ray. Health records are also examined for any
evidence of an acute, chronic, or unusual condition that could make the
person unsuitable for duty in an isolated or remote area. All Marines
reporting to MSG school must be in dental classification 1, since dental
facilities may be unavailable at their next assignment. In addition,
each IMSG must pass a detailed background investigation that results in a
top secret clearance.

Following initial selection, each MSG candidate is assigned to special
training, which is eight weeks in length for SNCOs and six weeks for
sergeants and below. Since 40-457 of the SNCOs and 30-35% of the
sergeants and below do not successfully complete training, training may
be considered the final and toughest hurdle in the selection process.
Tie training is conducted by both tHie State I)epartment and the Marine
Corps, with Marine Corps instruction representing about 60% of the
training, the State Department 307, and specialized training the re-
main ing 107. Marine Corps instruction includes physical fitness,
information on uniforms and civilian clothing, security procedures,
honors and ceremonies, administrative matters, and social graces at
formal gatherings. State Department training covers Foreign Service
es tabslishmeits, language and culture, use of deadly force, methods of
espionage and terrorist activities, and evasive driving. Finally,
spec i a Ii zed inst ruc t ion includes information about bombs and incend i ary
devices, rescumatic emergency escape devices, emergency medical kits,
coun t er- intel I I genc e , and hios tage train i i1g.

In addition, MSC training is considered a continuation of the value- hi
instil Ii rig process that beg ins in basic training. Thius, such character-
istics aid attitudes as obediance to orders, team work, attention to
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detail, excellent physical condition, integrity/loyalty, action orientation,
impeccable military appearance, and the desire to be a Marine are re-
emphasized in MSG training. Those that successfully complete tile r-'.
training embody these values to a very high degree. Each student also
has a faculty advisor who has served as an MSG with distinction. This ._-

individual serves as a role model for the trainees, in addition to
providing counseling and feedback.

There are requirements in several areas for graudation from MSG train-
ing. Candidates must qualify with a 38-caliber pistol, their basic side
arm, by reaching a high level of accuracy at the firing range. They
must also satisfy the physical fitness requirement by 1) running three
miles in less than 18 minutes; 2) doing eighty sit-ups in less than two
minutes; and 3) doing twenty pull-ups. In addition, their evaluations
from instructors, faculty advisor, and peers must be adequate.

The evaluations are combined with the candidate's individualized train-
ing record (ITR) and presented to a screening board that meets twice
during the training. The ITR is a highly detailed and complete daily
log that describes the individual's behavior in training. When combined
with the candidate's evaluations from instructors, advisor, and peers,
it presents a very comprehensive picture of the candidate. The screen-
ing board uses this information to evaluate everyone thoroughly at its
first meeting, and to follow up on those who are of questionable suit-
ability at the second meeting. These assessments are particularly ,.
rigorous because of the sensitive nature of MSG duty. Improper action
by an MSG could easily result in an international incident.

As mentioned, from 30-45% of MSG candidates do not complete MSG train-
ing. The primary reasons given for failure in all ranks are lack of _

maturity and poor attitude, as well as poor leadership ability for
SNCOs. Those candidates who do complete training are considered the
elite of the elite, the top 5% of the Marine Corps. Immediately follow-
ing training, MSGs are sent abroad, with the first 15 months spent at a
"hardship" (determined on the basis of social, political, and/or economic
factors) post.

Monitoring.. Once assigned to his post, the behavior of each MSG is
monitored both on and off the job. Perhaps thirty MSGs (of the 1250
worldwide) are relieved of duty each year; the reasons for this include
such things as dating the ambassador's daughter, sleeping on post, or
marriage. Only rarely are MSGs relieved because of drug use, although
this is more of a problem in some countries than in others, e.g.,
Colombia. D)rug use monitoring is conducted through urine analyses that
are done on a random basis. When performed, the entire detachment is
tested.

O lymp ics __Security tleadguarters. This site visit took place in Los
Angeles in July 1984, and concerned selection of security guards for the
1984 Olympic Cames. The majority of Olympic security positions was

ffilled through private security companies who do their own selecting,;
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there were, however, a number of guards selected through the headquarters
facility. Applicants screened by headquarters for a security position
were evaluated based on five sources of information: an autobiography,
a sentence completion test, an WNPI, a background investigation, and a
clinical interview. Each of these is discussed below in more detail.

The autobiography is a statement of what the person thinks are his/her - .

most salient characteristics. This information is supplemented with the
sentence completion test. Both of these procedures were developed
locally, arid there is no standardized scoring procedure for either.
They were used primarily to show inconsistencies or areas to be probed
later in the clinical interview.

The MMPI was also used to uncover potential problem areas, both through
scale scores and responses to individual items. Particular attention
was paid to such items as "Have you ever been in trouble with the law?"
or "Have you ever stolen anything?" The background information was then
compared with information obtained through the other techniques.
Special emphasis was placed on the background investigation since "past kvmk
behavior is the best predictor of future behavior," and tle background
investigation was seen as the best way to learn about the applicant's
past.

The final stage to the selection procedure was the clinical interview,
in which all prior information was integrated and probing of sensitive
or problem areas occured. Thus, the interviewer looked for tiny flaws
or inconsistencies in the information and "pushed" those areas. The
characteristics that were especially valued in applicants are:

integrity,
compassion,
emotional stability and coping with stress,
interpersonal skills,

• maturity, and
judgment and decision-making.

Following tie probing in the clinical interview, the information was
subjectively integrated, and a decision was made as to whether the
individual was suitable for hire. Because of the brief durat'on of the
Olympic Games, no formal reliability monitoring program was developed.

Northert States Power Cormpanvr. Site visits to Northern States Power
Company (NSI') were conducted in Minneapolis, Minnesota in September and
October 1984. The information obtained in the visits pertained to
empilovees in both nuclear power plants and certain non-nuclear posit ions,
although the app] icant rejection rate for nuclear jobs was 8-107 corn-
pared to 3-5" for the non-nuclear positions. Thus , it appears that
stricter criteria were applied for those working in nuclear plants than
those empl Ioyed ill .jobs suchI as information (computer) systems. lhi i-s
a i ght he expected (flre to the g reater overall sensitivitv of nuclear
jobs ... .
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Selection. The portion of the selection process that will be discussed
takes place after the job supervisor has chosen a relatively small
number (perhaps five) of applicants that are felt to be well qualified
for the job. These appl icants have already been selected based on . *- l-
criteria such as previous Job experience, and are being evaluated only
to determine their employment suitability from a behavioral reliability
standpoint. The first step in this process is an examination of the
individual's application form. Since this will be used in the back-
g i ,mud invest i gat ion i t is important that the form be complete.

The back)grOund in vest igat ion, which is the next step, verifies informa- I -.
t ion f rom the app I ica t ion form and gathers addi t iona I information as
we I, It ems that are veri f ied include date of birth; social security
number; emplovment history and references; previous residences; and
militarv, credit, driving, court, and criminal records. Of special
interest is the presence and recentness of any substance abuse treat-
ment, and whether the applicant is following the recommendations of any r.
treatment lie/she has received. Tei background investigation goes back
five years in ci I Icc t ing informat ion on NSP applicants, and two years
for those engaged in contract work at NS' facilities. Once gathered,
tie informat ion from th e background invest igat ion is evaluated by NSP:
professionals who work in the security area. l)erogatory findings, such
as a pattern of alcohol abuse despite treatment, may be sufficient to
eliminate an applicant from consideration.

The next step in the selection process is a psychological examination.

'I is is sclihedu I ed for a I 1 NSP app Ii cants that are still under consider-

at ion (whose background invest igat ion was acceptable) , and those con-

tract persons whose background revealed derogatory information such as a
DWI or felony. -lie psychological exam includes a personal history form,
W'IN, CPI, Strong-Campbell Interest Inventory, sentence completion form,
and a number of cognitive tests. If the individual is later recommended
as eligible for employment in a nuclear facility, the results from the
interest inventory, cognitive tests, and personal history form are
forwarded to the supervisor to use in the final selection decision.

The MMI'l , (PI , and sentence completion test supply information that
pertains to the behavioral reliability dimensions that were mentioned
earlier in the discussion of target behaviors. Thus, CPI scales such as
lResponsibility (Re) and Sociability (So) are relevant to the dimensions
of "Irresponsibility/lInpulsivi ty" and "Hostility toward Authority.'"
Similarly, the MNPI clinical and alcoholism scales do well in identify-
ing appl icants with poor "Emot i ona I Adaptability" (psychopathology) or
inappropriate "Reaction to Stress" such as substance abuse. If scores
on time CPI or MI' suggest these problems, or if responses to the
sentence completion test are questionable, the applicant is interviewed.
(This decision is made after two psychologists agree that it is necessary.)
The purpose of this interview is to probe those areas that the tests -,

,uiggested are problematic, and to get a sample of the applicant's be-
hay i or.
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'ol IlIowing Lthe psychloic 1 'i exai i nilt in, ai) I of t he i Itforma11wt ionl gthe red
is rev!i ewed and a dec SI son is made whethle r t o reorrrmend t he i rId i vidira
as eligible for employment. In thiis dec is ion, tc!t informiat ion is miore
heavi ii) we igli ted thlan i nterv iew obSe rva t ions, , si it licthe e xpe r i erice o f
N SP hia s shIiown itevstL dait a t o 1)e mtor-e eff e ct i vye iIi i (IIidt i II -i t ionI o f
unrelijable employees. Thirouglhout the select tor process, the decision to

elI imate an app 1i canIt from c1t ons iderat ionl is a lw'IVs nr1ide Wi tt) tilet,
Consensus of at leas-t three N.SI jirt)1e55i onaIls. 11 Idd~ilit ionl ;Il anappealI
process is ava ilab~le that inc hides rescri'eilii i o the a1pp) ic'ant bv aI
different psycholIogis t

Mon-i tori n-9. Thel( current behiavijoralI re Iia;iilitV miiiit or ing, pro ,rVi iat
NSI' has changed somewhat s ince it was, in iti lvl% es tai 1 hid . (I i ,,i na~ I Iv
thle program inclunded smalIl groups and role-pl1avinrig training that wais
aimed at improv ing supervisory bhlav ioral Moni tor ing. 'Ii is ttain i l',, ais
wellI as stress managementL tra1i ni ng, has beenl dropped (Itie to' t it. .' l
st raints nd] aI lack of suipport amiong thle spvior/ni irsWhio r.-re
receiving it. (;irrenily, therefore, all supervisors receive traiining ini
observing beiav ior and tile types of bhlavior tha~t may indli cat e inun'-
lI abi Iitv , hut the training is shorter, less involved, and less par-
t i ci patory.

'Irel( NSP behaivioral monitoring programl takes p1lace as folIlows. I f aI
surpe rvis or observes uinusunalI beliavi or or behiavi or c liange onl tilie part oif
anti emp I ovee , th st--uperv isor cont actLs the hehav i or al relI ib iI i t\ co-
Ord i ina tor. The coord iia t or asks thle supervisor I or detai i I s of thre
i inc iden t, t ine behanv ioralI con text, and thle supervi1sor 's opini 1on o f wha)-It
is going onl. If it appears thiat there mlay, lie a prob 1cm, thre emp Iovee is
cal led in for anl interview hy thre coordinator. Tlie interview seeks to
dIeerm inle if there i s aI crisis of some type that. is af fect ing thle
emup I ovee ,and wlie Ilit' r tile c ris is appears s ituia t ionalI or chiron ic,

Act onl f olIlowingil tile interview gener-al ly takes place in a highly id i -
v i d(n I i Zed I aI l Ion. The ermp]loyee may be sent. for psychological eva Inu-
ait ion and the ra py t iirotgh thre ~Imp loye Ass is tance Program, or pe rhiaps
out side t reatment may he recomimended . Also, the( employee may be re-
Si eyed of critical dirties or given a leave of absence. TIlroughiout this
Procedure, i npnt is; sought from allI concerned pairt ies and tile super-
visor is kept aiware of deve lopmients.

Ar-cordin)og t o tiles e visit interviews, thre aforemenit ioned procedures
work we]ll when complijed with in aI t imely fashiion. 'lie principal problem
I hi-it NSI' is exper-i enc ing has to (10 wi th t In' comimitilie'rt oif thle suiper-
vi sors to the process. Manly stipervisors do not wi sh to get involved l i

an emplovee's probl)ems, pat i ci Ian y if tie( problemsarpesnIrd
the s it tion mayi he(ori ser ions because it was riot interc te prrpty.

A-tua I Iv , this i-ri LI ic isi is proib lhV true of e'very organi zat ion to a - -

degr-ee , aid restIs prnImar i ly oil !-''r'rvisony comiuiitment andI accounttab i li ty
0( thre program. At NSI', the( st,'r vi -ors thait cooperate best Wi th the(
nel lab I iitv pt (i t ni are also the b est supervisors ti general .
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Wisconsin Electric. The site visit to Wisconsin Electric (WE) took -.

place in Milwaukee, Wisconsin in September 1984. Emphasis during the

site visit was placed on the nuclear plants operated by WE, since the
positions in these plants are of a particularly sensitive nature. In
addition, WE has established behavioral reliability programs in its
nuclear plants that are more comprehensive and current than those in its
fossil fuel plants. Therefore, the following discussion pertains
entirely to programs in effect in nuclear facilities of WE.

Select ion. A two-hurdle selection process is used by WE. First, all
applicants are screened with a battery of cognitive tests developed
during the Post Ojerator Selection System (POSS)(l)unnette, Bownas, &
Bosshardt, 1981). This empirically validated battery of inventories,
tests, and questionnaires is available through the Edison Electric
Institute for administration to candidates for operations jobs in
electrical power generating plants. These instruments yield scores that

arc easily interpreted according to varying probabilities of successful --

work performance. Validities of the battery have been shown to generalize
across companies and across candidates regardless of race or sex. WE
uses the highest recommended cutoff which is equivalent to a Wechsler
intelligence test score of approximately 110. Thus, a very select group
of applicants moves on to the second hurdle, psychological assessment.

The psychological assessment is composed of three main parts: an ll'I ,
an interview, and a background investigation. The assessment is also
based on findings from the t'OSS project, since applicants are assessed
on the five categories of unreliable job behavior that were empirically
developed as part of that project. These categories are identical to
those described earlier in this chapter in the discussion of reliability
target behaviors:

1) Argumentative hostility toward authority,
2) I rresponsibility/Impul sivity,
3) Defensive and compulsive incompetence,
4) Reaction to stress, and
5) l';motional and personal adaptability (psychopathology).

Al 1 applicants who pass the first hurdle, the cognitive battery, are
given the MMPI . MMPI profiles are evaluated by the behavioral reliability
coordinator us lug very specific decision rules that were professionally
deve loped. In addition, all applicants are scheduled for interviews
with experienced placement specialists who have attended a one-day
training session on behavioral reliability selection. The placement --

spectalists rate the applicants on two of the five dimensions listed -

be low:
I) Arguientat ive hosti I itv toward authority, and
2) 1rresponsibil ity/mpuIsivity. ..

These dimensions were selected as the most amenable to evaluation in an
interview setting.
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Next, tihe applicants are scheduled for a background investigation. WE
contracts with a private agency to do all background investigations,
which include:

1) verification of social security number and date of birth with
two previous employers, or one previous employer and one
educational institution;

2) verif ication of employment history for the last five years;
3) verification of educational history;
4) investigation of credit history for the last five years;
5) investigation of criminal history involving a review of

state, county, and municipality records in place of
residence and place of employement, if different, for the
last five years; and

6) review of character references, three of whom are taken
from tire Nuclear Access Authorization Application and two
of whom are developed by the investigating agency.

A written report is submitted with the findings of the investigation
within seven working days from its inception.

When the background investigation is completed, the behavioral reliability
coordinator reviews all three components of the psychological assess-
ment. If the applicant passes the screen, the coordinator writes a

- short memo to the security guard who grants the new hire unescorted
access to the nuclear plant. If tire psychological assessment is
questionable," tie coordinator questions tire placement specialist to

learn if this particular applicant has skills or experience that make
him/her especially valuable. If not, the placement specialist is
instructed to "put the applicant on hold." If the applicant does have
valuable skills or experience, he/she is referred to a clinical psy-
cholo is t.

The cl inical psyxchologist is anr external consultant who has been
selected ard t rained to provide evaluation of a pplicants with regard to
their future behavioral reliability. This individual reviews the MMII,
interview data, and background investi gation. lie/she also administers

lthe CI'I and coiduets a clinical interview that probes for more sensitive
information than is collected elsewhere in the aissessment. "inally, the
psycho logist recommends whether tire app I i cant should be a I lowed access
to t he nC lear facility. Internal transfers into the Nuclear Power
Department must also undergo tire psychol I, ical as sessment described
above, and all applicants who pass tire first hurdle receive a romplote"
]medical examination and drug, screening as well. ""

For a typ Ica l job openi Ing, WE w i I Irece i v' pp rox 1 imat el " 7(0( app Ici at ions.
A resume review, coilcentrating pn grade p),eit ;rvera,;i' and nimber of
courses in science and math, will reduce tire riuiuber of appl i c;lnts to be
tested witi the i'P)SS battery t- I50. The higph ,itlofs used for the POSS
battery will Ireduce tire niumber .,pplicartis who go through the expensive
psycholg i ical ri1l and mie', ,! r Cx~lll to f I-ft y. Approximate lV , ,1..

th i rt add it ila I app Ii r;lts wiII hIe JLIp eI'd bcauIts' of factors urn-
covered in tire mledi(el or psychdp(icalseosmunts.
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Monitoring. WE has a commnitment to the Nuclear Regulatory Commission
(NRC) to re-evaluate those employees with access to the nuclear facility
every two years. As a result of this commitment, WE has used professional
assistance to aid them in developing an ongoing behavioral reliability
program. This process was guided by "Behavioral Reliability Program for
the Nuclear Industry," a technical report written by Personnel Decisions,
Incorporated (Nureg CR 2076; Buchanan, Davis, & l),nnette, 1981). The
report was also used to aid discussions with many WE key groups, dis-
cussions that involved the groups in program development and caused them
to experience a sense of program "ownership" and commitment. Ic] tided
ill these discussions were:

labor relations, - .
employee assistance, 00-
medical,
accident prevention,
1 egal,
nuc lear power deportment, and
p 1 ant personne . . .

The program that developed front these meetings is coordinated by a
single person who is known as the reliability coordinator. The program -. -

is initiated witLh a one-day training package that instructs supervisors
to recognize gradual deterioration in job performance and that specifies
a series of administrative procedures that are appropriate when such
deterioration occurs. The training package emphasizes behavior ob-
servation (rather than evaluation) and documentation. It relies heavily
on case studies and films. In addition, every supervisor is required to
complete a Behavior Reliability Job Performance Checklist for each of
his/her employees on a yearly basis. This checklist is performance-
based and has space for tite supervisor to record his/her miscellaneous
comments. WE has found that the supervisors often include detailed
comments ill these sections.

The checklists are returned to the reliability coordinator and do not
become part of tie employee's personnel files. Employees do not have
access to these documents, and information contained in the checklists
cannot affect status, promotion, or salary. The coordinator reviews the
check lists, consu Its with the p] ant manager, and may involve employee
assistance or tie ci inical psychologist when problems surface. In
addition, supervisory personnel may contact the coordinator if they
become aware of a rel i ab i lit y prot)lem. During the site visit, several
case studies wore described in which the coordinator had attempted to
deal with troubled employees ill a highly individualized, non-punitive .I

fash ion. The coordinator, however, is not a counselor; rather, he/she
refers employees to other protessionals for counseling or therapy.
Also, in spite of tie non-punitive nature of the program, it is not
always posil)le to allow employees with reliability problems to have . -. -
continued access to tie nuclear planit. Inl these cases, limited plant
access or transfer to a fossil fuel plant are boti possible alternatives.

116

M.



WE reports that both supervisory and union personnel have general ly
Supported the behavioral rel iabi I i ty program thus far. The coordinator
bel ieves the program is successful because it is performance-based, non-
punitive, and emphasizes early identification. lie also noted that plant
managers appreciate having one contact (the coordinator) when faced with
a behavior reliability problem.

WE has also articulated a tough, new drug and alcohiol abuse pol icy. The
policy readls:

1) any employee found using, possessing, distributing, or
selling alcohol while on duty shiall be subject to
termination;

2) any employee using, possessing, sel-ling, or distributing
illegal drugs while on duty shall be terminated;

3) any employee undergoing medical treatment with a controlled
substance shall report it to his/hier supervisor; and

4) any employee using, possessing, selling, or distributing

illegal drugs while off duty shiallI be subject to severe
disciplinary action including termination if it affects job
performance or results in publicity.

If at Supervisor has probable cause to suspect any employee is uinder the
influence of alcohol or drugs, hie can pull that employee off tihe job and

hold him/her in the guard house. Only the person in charge of the
entire plant has the authority to ask the employee to undergo drug and
alcohol testing at at nearby medical facility, If the employee refuses
to submit. to dIrug and alcohiol test ing, hie/she is charged with insub-
ordination and is subject to severe disciplinary action including

possible termination.

A behtavioralI rel iab ility program is also avail able for WE security
guards. A one-day training program for guard Supervisors has been
developed wihichr is very similar to the plant supervisor training pro-
grant. Like pl ant supervisors, guard supervi sors are asked to complete
Behravior Re1liability Check lists. These chieckl is ts are returned to tire
beltav iora i relijab ili iy coordinator who dIis cusses any p roblIems that
sttrfaice witht the private invest igatory agency. Because there is no
emp Iovee assis tantce program for guards, the thrust of their Behavior
ReIi ab ilitY P rogram is mucht mo~re putni tive. Inl ;dd ition, WE. has de-
ye l oped itho-al riig prog ramt for guards wicih empitas i zes behtav ior
obtservat ion and docuntentat ion. ITe administrative prtcedtures to follow
when suispect behtavioir is observed are alIso revieowed.W

Sum ry eprise. Site vi s its at ei ght different organ i vat ions in

various parts of tire count rv have examined at rattge oif beltav hora I re-
lanb iIi tv prog ramsi. Thtese programs differ in scope', COMtos it !IIIt,
) pr itoir i t v , anTI( pi I OS (soplh i Ca I app)1)r oac(h . 'I lte a" I s o (I i t ftc r s omolwit t. itt1 t inc
type of jobhs to whtich they apply, alIthouaght all jo, oho (Otiered are of a
sect it'l( i e(dtvntr.Tetescr ipt ions oif thlose progtani; Italve Iti pi-

l ighrted a number oif factors that affect tle (off ICV Of An behtaV ora I
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reliability program in general. Each of these factors therefore has
impact oil the reliability of personnel in every organization.

One of the most striking things about the selection programs discussed -
is that the selection ratio was always very favorable co the employing
organizations. With such a large applicant pool and small number of
available positions, it is far easier to obtain quality employees. The
organizations visited will probably continue to enjoy this kind of
selectivity. A favorable selection ratio, however, also puts much more
pressure on the selection sys~em since many more applicants may be of
similar qualifications.

In general, all of the selection programs reviewed used a multiple

hurdle approach in which tile applicant might be rejected from further
consideration at several points in the process. Hurdles that are used
in every program include the background investigation, the medical exam,
and some type of interview. Other hurdles used in some of the programs
include cognitive testing, physical fitness requirements, a polygraph,
an honesty inventory, urine analysis, psychological testing and a
clinical or psychological interview. Each of these techniques can yield
valuable information about future reliability, but certain of them are

* relatively more useful as was described earlier in this chapter.

Perhaps the biggest criticism of tile selection programs discussed is
that they rely too heavily on one or two techniques to supply all of
their reliability information. As discussed earlier, a background
investigation can be incomplete or out of date, an intervew can be
biased, and a psychological test can yield ambiguous results. Thus, a
selecton system that relies primarily on only one or two sources of
information is more susceptible to erroneous conclusions. A system that Ot

incorporates as many of these methods as possible reduces that risk,
particularly when the methods correspond closely to later target be-
haviors on the job (i.e., are valid). Therefore, an optimal selection
system is one that employs informat ion gathering techniques of established
val idity, anid one that counterbalances those techniques so that a lack
of information in one area of reliability is compensated for by valid
data from anotlhcr method.

To expand this point a bit further, consider the way in which i nforma-
tion is used in decisiors to screen out an individual from further
ciins iderat in. Suppose that the background investigation has found that
tle individtal h1;rs occasionally bounced checks and has lived at four
( different addresses in three years. If this information is to be used
to re lect tit' applicant, one would want to know whether there really is
a rel ationship bietween this behavior and later reliability. Also, with
;a great del i 4f i 1torlrlat ion ava i I;able of mally di f ferent t ypes , what
ev i (lerce is there ti 11t tl Iis in tormat ion was comb i ned i n a va I (I way to

produce a selict ion decision? C i n i, a l jid gment may be hig h Iv subject
bias, ~Anld in addition, is often not specified nor srjpported in any

tirNal i ed wiv. I
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With regard to mon itoring, there is less similarity across the site
visits. Some of tihe organizations do monitoring informally as part of
the normal supervision process. Other organizat ions take a more active
posture in wich behavior is monitored on a regular basis, and super- '. -
visors are trained to both recognize and deal with incipient unreliable "- ,*
behav i or . Techniques such as unannounced urine analysis or incident
review panels are also used. All of the organizations have established
p roced u res for dealing w i t h tin re 1i ab 1e behavi or once i t occurs ; these
interventions vary along a continuum from highly punitive to extremely
support ive.

Overall, the greatest potential weakness of the reliability programs
discussed ias to do with identification of the target behaviors that
show unreliability on the 'job. Selection decisions should be made on
the basis of known relationships with these target behaviors, but often
the target behaviors have not even been specified. Similarly, it is
difficult for proper monitoring to take place if supervisors are unsure
of the behaviors that are unreliable or that lead to unreliability. The
type of information that is needed here is not a listing of traits or a
description of .job tasks. Rather it is the result of a particular type
Ol job analysis that focuses specifically on reliability of behavior.
Onlv bv identi fving the behaviors that precede or show unreliability in
a particular organization can optimal selection and monitoring take
p 1 ace.

n--
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L CHAPTER 7

I NI~TRAT[I ON AND) R ECOMM ENI)ATlIO(NS

Throughout th Is report ,r an at tempt has been made to summarize the key
f ind Ings obta ined and to interpret these f Ind ings in terms that rel]at e
to b ehiav io ral r eI ab III.t y. Thiis f inal chapter represents a recapitula-
tion of these fidings InI a format that allows integration and suggests .'

reconinienda t ins. ThuLs, thle discuission of each of the factors that
affects behavioral reliability Is abstracted so that "thle big pictuire"
can be exami nedl a- the biasis for future decision-making. ]In addition, a

* (lescr iptivye modelI is presented to aid In coniceptualizing tile beiravi oral

reliability process. This modhel is- shown in Figure 7.1. In general, it
canl be seen that personalI character istics, environmenitalI characteri stics,
life events, stress, coping, and the target behaviors thermselves all.
work in interact ion, feeding hack onl each other in a (dynamic and ongoing
process. '[hiere is also, however, a progression In the process that.-
begins withi the person and the lob, and proceeds through stress, coping,
a-nd early and later target behaviors to some type of problem resolution.
The three major activties of a behavioral reliabi lity program - selection,
monLtorlog, and Intervent ion - p lace the process In, a temporal light.

Al t botgh these three actilvi ties overlap to some degree, they are also
(listilnct from each other.

Proper selection, which focuses onl the personal characteristics desired,
idicnt if i es these character 1sti1cs f rom what Is known abou~t thle work
env IirmnnITTV , the stress and copinog process, and the types (of behravilors
that are coinside red inrel tab le. Each of these pieces of tiformation
coit r Ibut es to a bet ter unders landing of thre type of person most at risk

f or norI I e I I ab 1 I f 1t v , a nd t 1buLS e tnan ce s s el-ec t Ion, Mion itorinog, wir ichr
overI aps; with1 sel ct ion, focuses aInns t cut irely oin observable behaviors,
Alt hough persona Iand eniIronmen talI character 1st Ic s and l ife events may
aiffect how obsqerved behaviors are Interpretedi. Mion itoring aliso gives

lie bes-,t per "pec tI i e of tile process of runre IfIablIe behav Ior, through an
observed progress -ion from stress and copig to Increasingly serious
target behaviors.

'lre f Ifoal ma~ jor aspect oif a b~ehavioral reflabl I ty program Is Inter-
ven t I(in, wh I c Ii ta kes p1lacev ol Iy whenpi ea rlIy ta rgetL b ehlav iors Ilod cate a

dIangeronus or worsening pat tern or when anI employee has displayed one or
more later target behaviors. Int erven tion overlaps witih thle later
stages of rion I orinrg so that the prol' oIn resolut ion that Is chlosen 1.s
appropriate for thle Individual I ad thle si ttat ion. 1Thus , selec-,t I i,
moitorlig, arnd firter vent lon each play aI (list iirct role ft a behavioral
rePI -lb IItIy Tprogra m, bu11t o vevr la;Ip w I thIu eacIh othe Pr in o rde vr t o I mpr oveP thIte7
dec1 iis madle fin eachr phase. '[le over lapping alIso prov id(es validi t y

Iniformat lo fr for each phase , e. g. , when mon i tor f tig prov i des I n format Ion
oin tIreP s necce ss o f s eIe ct I iln, o r wh en Iit te rven t Iin revsut ts s how t ha t
monituurlrrg had accurately detected tire problem. T[ie following (its-
(cuss5ion pertains to each of these three areas arid hlow they migirt best be A
coritc ted.
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Beginning with selection, the first step should be a job analysis that
identifies the target behaviors of the particular job or jobs in question.
This analysis forms the basis for the choice of predictors to be used in
selection decisions. For example, a set of target behaviors may be
identified that is similar to the set found in the Edison Electric
Institute (EEl) study discussed earlier (I)unnette, Bownas, & Bosshardt, Z-_
1981). These behaviors are categorized into five major headings:

Argumentative Hostility toward Authority,
Irresponsibility,
Defensive incompetence,
Reaction to Stress, and
Emotional and Personal Adaptability.

These behavioral categories can be used to structure a prototype for
selection that would proceed as shown in Table 7.1. (It may be useful
to review pp. 110-112 to conceptualize the behavioral categories more
completely.) Table 7.1 shows three major methods of collecting selection
information that constitute the minimum requirements for a selection
decision. Thus, predictors from psychological testing, a background
investigation, and an interview are shown as they pertain to the five
categories of target behaviors and as they would be used in making a
selection decision. There is overlap in Table 7.1, both among the
target behaviors and among the predictors, but the figure does represent
the principail findings that have been gleaned from the literature and
site visits. Therefore, although one may say that a particular pre- r
dictor applies to more than one target behavior, the crux of the proto-
type is to show the predictors that relate to reliability within this
set of behaviors.

For illustrative purposes, two of the target behavior categories and
their predictors will be described in more detail. The category "Argu-
mentative Hostility toward Authority" includes behaviors in which an
individual "has to do it his way," thereby creating problems with
coworkers and supervisors. The psychological test scale scores that
have been shown to predict these behaviors are high anti-social dis-
position, low socialization, low self-control, low achievement via
conformance, and high achievement via independence. Each of these
scales measures a somewhat different aspect of the tendency to fight the
system or to beh;ve independently even when there is every reason to
conform. Background investigation information that is related to this
category includes the number of fights or disciplinary problems in which
the individilal has been involved, and the quality of previous super-
visory and coworker relationships. Similarly, the interview is well-
suited to assessing how an individual reacts to criticism, and how rigid
and isolated he/she appears to be.

A second arg;et eha vior category given in 'l:ible 7. 1 is ")efensiw, N
Incompetence.'' Ill is ilC hides lbehaviors in whi ch the ind ividua I is
afraid or unable to act effect ive ly, yet will cove r up his/her own
inlactio 4i oder to appear effective. Psychiological ci('I scores t hat

1*2 . . .
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predict these behaviors include low social presence, self-acceptance,

and achievement via independence, and high paranoia. Relevant back-

ground information includes previous job inaction, falsification of

failures, and fearful behavior such as phobias or timidity. The inter-
view could probe whether the individual worries excessively, particularly

in response to ambiguous job requirements. Also, the interviewer could

ask an extremely difficult question to determine how much the individual

will cover up his/her ignorance or incompetence.

The three predictor categories shown in Figure 7.1 complement each other

quite well since they each use a different method to gather information.

More importantly, each of the predictors shown is related to the target

behaviors of our prototype job, as documented in either the academic

literature or the site visits. To the extent that a particular job

differs in target behaviors from the prototype, these predictors may
also differ. The point of the selection prototype, however, is to show
an empirically derived set of target behaviors and a set of predictors

empirically related to them. Thus, although the predictors or behaviors

may differ somewhat by job, the essential process for selection has been

illustrated and a group of probable predictors has been identified.

Future work in selection for behavioral reliability should follow this

basic model.

Specification of the target behaviors is also crucial in monitoring of

behavioral reliability. Supervisors must be trained so that early

target behaviors are recognized, and a gradual progression towards un-
reliability is noted. Again, referral to the five target behavior

categories given on pp. 110-112 show how behaviors must be listed so
* that supervisors can recognize what constitutes unreliability. Basically,

this listing represents a prototype of the way behavioral monitoring

should occur. The behaviors must be specific, yet be grouped with other

behaviors in a way that makes conceptual sense and is easy to use. In
addition, the listing of behaviors must be generalized and comprehensive

enough so that a supervisor can make a reasonable decision about a
behavior that is not specifically listed, and whether it warrants closer
observation. Finally, supervisors must be trained to observe not only

the behavior itself, but also the context in which it occurred.

Job and environment characteristics should be taken into account as
possible predisposing factors toward stress and unreliable behavior.
Noise, extreme temperature, monotony, danger, role conflict and ambiguity,
job reinforcers, and organizational structure and culture have all been
shown to produce stress. The presence of these factors will therefore
Increase the risk of unreliability among employees in those work environ-
ments. Employees are also at greater risk for unreliability when they

have recently experienced significant life events, e.g., divorce. A
supervisor aware of these events might monitor the employee's performance
more closely for a period of time. I

144

. . ." 
.



Coping with stress is another area of behavior that should be monitored.
For example, if an employee appears to be coping less effectively with

jot) stress than previously, or if the manner of coping changes fairly
suddenly, it may warrant further attention. Similarly, coping that is
primarily emotion-focused rather than problem-focused places tie er,.ployee
at greater risk for unreliability, especially over the long term.
Workers who cope by gaining control over the stressful situation are
less likely to have reliability problems than those whose coping denies
the stress or attributes it elsewhere. Finally, the success of coping
depends to a degree on tire support network that the individual uses.
Monitoring of coping should therefore recognize that certain individuals

may be at greater risk because oI a lack of a good personal support
system.

A closing recommendation that applies to monitoring has to do with the
commitment of supervisors to the monitoring process. It is crucial that
this commitment exist, for without it even the most carefully designed
monitoring program will fail. A degree of commitment can be elicited by
emphasizing the importance of a sound monitoring program, but often this
resolve fades in the day-to-day demands of the supervisor's job.
Therefore, it appears that consistent commitment should be reinforced
regularly by the organization's top management, and cemented through
supervisory accountability. In other words, behavioral reliability
monitoring should be a job requirement for supervisors on which they are
regularly evaluated, and for which they are held responsible. This
accountability, combined with top management support, is necessary to
ensure that reliability monitoring is not just another supervisory
nicety that can be safely de-emphasized without penalty.

In contrast to selection and monitoring in which a number of general
rules apply, intervention is much more an individualized process. The
decision to fire, relocate, or counsel an unreliable employee depends to
a great degree on the individual and situation involved, even if tile
behavior itself is quite clear-cut. Also, intervention is perhaps more
affected by the value system of the organization, or the way in which it
prefers to handle its employees and their problems. Thus, an inter-
vention such as termination of employment might be judged appropriate
for a given target behavior in one organization and be totally inappropriate
in another. Two general principles do affect the efficacy of intervention
programs, however, and are discussed below.

In order to be consistent for all employees, an intervention must be
based upon a hierarchy of target behaviors. This hierarchy will differ
across organizations since both the target behaviors and their serious-
ness will differ with the organization. The point, however, is that
behaviors can be placed in classes or categories, and assigned values as
to their seriousness or danger. These values then represent a hierarchy,
and can be used to increase the consistency and fairness of an inter-
vention. For example, one might ex:pect that temper outbursts would be _
lower in the hierarchy thnn sabotage sirice the former is far less
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serious. Therefore, in deciding on an intervention for an employee with
temper outbursts, one could examine the hierarchy and previous inter-
ventions, and come to a decision that was in accord with both the
behavior and organizational policy. Unusual circumstances could still

Vbe taken into account, but the hierarchy would ensure that the circum-
stances did not unduly affect the choice of intervention. .,.

A second factor that involves interventions may easily affect the entire
monitoring process. This factor, the punitiveness of the intervention,
often exerts its influence indirectly when supervisors refuse to refer
unreliable employees who might be disciplined or fired for their be-
havior. These supervisors do not want to face the morale problems that

- punitive interventions may produce, and simply ignore the unreliable
behavior. The entire monitoring process is therefore jeopardized
because supervisors see the reliability program as a way of punishing
employees rather than a means of improving the organization or helping
employees with their problems. Thus, reliability monitoring becomes
another form of performance evaluation, but one with more severe con-
sequences for poor performance.

There is not a perfect solution to this problem since punitive inter-
ventions are sometimes the best way to deal with an unreliable employee,
and all interventions could be seen as punitive. Perhaps the best
approach to apply is to give an unreliable employee some options and
thereby reduce the autocratic nature of an intervention. For example,

* an employee could be offered therapy or relocation to another job rather
than being fired. Also, an appeal process should be included so that an
employee can contest an undesired intervention. Ideally, if selection
and monitoring are functioning effectively, there should be few inter-
ventions required, and those that are needed would be instituted before
an unreliability problem became severe. In general, however, the
punitive nature of interventions should be as limited as possible to
avoid undermining the total. program.

In closing this report and these recommendations, it is important to
again remember that unreliable behavior and behavior in general are the
result of numerous interactions. Because of these complex interactions,
there remains much of behavior that is poorly understood. This report
has attempted to consider these interactions in its review and recom-
mendations, but acknowledges that the current state of understanding
limits absolute conclusions. Despite this lack of perfect knowledge,
decisions must be made. Applicants must be selected, behaviors must be
monitored, and interventions must be chosen. These decisions should be
reached on the basis of the best evidence available: tine target be-
haviors of the job and the established relationships of selection,
monitoring, and intervention to these behaviors. If followed closely, a
behavioral reliability program that is fair to the employees and effective
for the organization will be the result.
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APPENDIX

SITE VISIT SUPPORTING INFORMATION

ANNEX 1

FEDERAL BUREAU OF INVESTIGATION

Interviewee: SSA Robert E. Yates
Institutional Research & Development Unit
FBI Academy
Quantico VA 22135

Interviewer: Hough

Date: 6 June 19 84'

Selection

The FBI receives applications from 6,000 - 10,000 people
per year; they accept about 450 per year. To be considered,
candidates must:

a. have a bachelor's degree
b. be between ages 23-35

Then one must "qualify", i.e., pass a knowledge test in
one's specialty area. The five areas are:

*science
law
accounting
language
modified four-year degree and experience

According to Yates, you qualify in these areas but you don't
necessarily get selected in those areas. There are wo
other categories, sex and race, in which one might be
selected. Prior to 1972, Yates said there were no women
special agents and few, if any, minorities. They are now
taking special care to select them. (Later in the interview
Yates said there are no cut-off scores for these qualifying
categories.)

Yates conducted a Job analysis using the PAQ. He identified
seven personal characteristics that were important to the
job. They are: oral communication; motivatlon/commitment;
impact; initiative; work standards; independence; and range
of intere,,s. fie and a collenague created an attitude test"
wh i ci- he ca Iled the Special Ageont, Ertrance Trest. Ile also
selected some Psych. Corp te;ts, and called them the Cogni-
tIve Functions Te st. According to Yates, these have good
concurrent validity with training grades.

Ile also modified the Interview procedure. Ile developed
an Interview board consisting of three people in each office
who conducted the interview. The terts were used to iden-
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tify the top ten and then these people were interviewed.
He said management wanted a specific cut-off but that he
persuaded them that he couldn't identify the point at which
persons scoring lower would not be able to do the job. "F

Yates said the weighting of the interview, Cognitive Func-
tions and Special Agent Entrance Test (the attitude ques-
tionnaire) are 55 points, 25 points, and 20 points respec-
tively.

Note: At the time I didn't think to ask about this but
during the interview Yates said that headquarters specified
the number of people to be hired. I understood this was "
nation-wide. Perhaps it is field office specific. If it
isn't done according to the needs of a specific field office,
the statement that the top ten are interviewed doesn't make
sense. If it were nationwide, each office would be told how
many from their area were in the top ten, which would also
be unreasonable because approximately 450 special agents are
selected each year. Another piece of information that
suggests that each office hires because of that office's
need is that, after training, newly hired special agents now
return to the field office where they were hired. Previously,
after training, newly hired special agents were immediately
transferred anywhere. Now, they spend a couple years in the
office where they were hired.

Another step in the selection procedure is the background
interview. This appears to be used strictly to screen out
applicants because Yates did not give it (or the bachelor
degree, age, and specialty area knowledge test requirements)
a weight. According to Yates, anytlh!n derogatory is a
reason for screening someone out. In the background inves- . ...

tigation they are looking for:

evidence of a criminal record,

anything that would not allow them to get a security
clearance,

negative CIA check,-- .-

unreported travel abroad,

unaccounted for periods of time,

any pattern of trouble,

information about behavior at educational institutions,
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sincerity,

opinions of neighbors, and

opinions of references and others who would provide
a more balanced view.

Another part of the selection process is a medical exam.
A medical doctor certifies that the person is capable of
strenuous physical activity. There is also a vision re-
quirement. Both eyes have to be correctable to 20/20.
The uncorrected worse eye can be no worse than 20/200, the
other eye no worse than 20/100. Even this is not set in
stone. Recently, Webster made an exception to hire a one-
eyed Congressional Medal of Honor person.

At the field office, a pre-employment physical fitness exam
is given. It consists of 1.5 mile walk/run, push-ups, sit-
ups, and body/fit. On a scale of 1-5, one has to attain
a 2 in each of the four categories. They don't disqualify
people on this basis, but they won't schedule training until
they score a 2 in each category. Once in training, those -

people with a score of 10 or less are automatically placed
on a remedial program.

Throughout the selection process, the FBI is looking for
people who:

are self-starters, have initiative,

set their own work standards at a high enough standard,

have interpersonal ability/presence (for interviewing),

have a wide range of interests (may need to talk to
a very, very high level person and a prostitute all
in the same day),

are versatile,

are tolerant of other approaches or life styles

are persuasive (need to obtain inf'ormation from people
who are not necessarily interested in providing or
revealing the information)..

have good/accurate memnorieE (need to recall and write
down informatin obtained in such encounters),

are sincere -"- .
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Training is also a period during which people are screened.
First, a physical fitness test is administered. One part
of this test is a trigger pull test. It is the number of
times a person can pull a trigger, using a standard issue,
in 30 seconds. If they can't pull the trigger 40 or more
times in that time period, there is a very high probability
that the person will not qualify on the firearms test during
training. One must attain this minimum number of trigger
pulls before enrolling in the training. Prior to this test,
women were disproportionately failing training because they
weren't qualifying on the firearms part. This trigger pull
test has cut down substantially the number of women failing
training.

Another part of the physical fitness test consists of a
two-mile run, shuttle run, push-ups, pull-ups, and sit-ups.
There are different scales for men and women. They use
the entry level score to predict an individual's approximate
score at six weeks into training. They administer the five-
part physical fitness test again at six weeks to evaluate
an individual's progress and to predict an individual's
approximate score at twelve weeks. According to Yates,
the job analysis did not indicate that physical fitness
was directly job related, so they now take an approach that
is less black and white than before, though they must attain
a minimum standard of at least one positive score in each
category, and a minimum of 15 points. Scores range from
-5 to +10 in each category. This is not a difficult stand-
ard and is, apparently, less stringent than before. If
a person does not attain his or her predicted score range,
it triggers a review board. (The review board is described
later.) It is considered evidence of motivation (or lack 7
of) and one's work standards. People who score low on the
fitness test at any time, or score below their predicted
score range are placed on remedial programs. (Attachment 1
is a copy of the "New Agents Physical Fitness Tests and
Rating Scale" for men and women.)

Another part. of the screening during training relates to
minimuin course grades. One must attain an 85 or above to
pass a te.st and candidates must pas. all te;ts. Previously,
if a person received less than 85 on two tests, they were
asked to resign. Now, the FBI has a gray area, scores of
80-85. If' someone receives two scores in this range, they
go before the review board. (Two scores below 80 and the
candidate is immediately asked to resign.) The review board
tries to identify what the problem is, perhaps it's poor
study habits, and develop an approach for overcoming the
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problem. Candidates still must obtain 85 or better on all J
tests (they have to retake a test if they get less than
85). According to Yates, the review board has had a signi-
ficant impact on the retention of minority applicants.
He has data from before and after implementation of the
review board and blacks are completing training in higher ,
percentages than before. Yates said the primary reason
for blacks not completing training was poor grades.

The review board was introduced in 1980. It consists of
three officials (plus Yates who sits in) who meet to resolve
any candidate training problems. Their objective is to
help candidates complete training without lowering the qual-
ity of FBI agents. They obtain information from instruc-
tors, counselors, and the individual and then design reme-
dial programs tailored to the individual. If the individual
does not show improvement, they are asked to resign. Other
recommendations include (a) staying in the program longer;
and (b) recycling the individual through another training
class. Sometimes personal difficulties (death, etc.) with
one's family back home justify recycling the individual
through another program. The review beard documents the
case and writes a summary. The board's recommendations
are always reviewed by the Assistant Director, Jim McKinzie,
who has the final decision.

Another way, not mentioned above, of triggering a review
board for an individual is "demeanor". If anyone has
serious reservations about a person and can document the --'-,
case, a review is conducted.

Once training is completed, each new agent works side-by-
side with a "field training agent", for 20 work-days. This
field training agent evaluates the individual and at the
end of the 20 work days makes a recommendation about whether
the individual can work alone.

Yates said that the present FBI system is much more suport-
ive of the individual both during training and once on the
job. In addition to the physical fitnoEss testing approach,
the marginal failure range for course test scores, the
individualized remedial programs, and the review board,
the FBT now has.; "field counselors" in the dorms to deal
with personal prublems uuring trairninr,, a psychological
services program for agents, and, mos, rec,! tly, a struc-
tured procedure between supervisor and undercover agent
to ensure good psychological health/stability during and
after the period of undercover work.
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The psychological services program is basically a psychia-
trist who provides counseling, therapy, and refers the agent
to a psychiatrist or therapist in the agent's geographic
area. The psychiatrist and his wife also do family counsel-
ing. This program is voluntary, the individual agent seeks
out the service. Though, of course, one's supervisor can
recommend that such help should be obtained.

Another program the FBI has is for agents involved in under-
cover work called "Safeguarding the Psychological Health

. of Undercover Agents." It consists of a minimum of four
interviews between supervisor and undercover agent. The
first interview is the "Preliminary Interview for Undercover
Assignment," the second (and perhaps additional ones) is
"Six Months' Interview for Undercover Project", the third
is "Debriefing Interview for Undercover Project", and the
fourth is "Follow-up Interview for Undercover Project".

" This set of interviews recognizes the importance to both
the organization and the individual of the agent's psycho-
logical health/stability. It is an effort to make the
agents more "reliable" in both the short and long term.
(Attachment 2 contains copies of the four interview formats.)
(Howard Teten of the Institutional Research and Development
Unit designed this package.)

This program has been well received in that the agents and
FBI management both recognized the need for ensuring reli-
able agents before, during, and after undercover work.
Part of the acceptance is, in fact, related to a recent
incident in which an undercover agent was involved in
illegal activities unrelated to his undercover assignment.

These are the only formal services/programs provided;
though, of course, there are performance appraisals. Yates,
however, said that their performance ratings show little
or no variance -- 95% receive excellent, 4% receive out-
standing, and 1% receive average ratings.

The "reliability" of an agent's behavior is monitored by
supervisors. If there is a problem, they generally will
take care of it on an informal basis through work assign-
ment to sorno thing I ess sensi tive. They will recommend AA, n
the p;yr holog ical sei'vicecF prog ram, etc. They also call
plac- the aront. on limited duty, take away his/her gun, ":.
and /or st ron gly cur ta iI his /hcr assignments. "-n -,

ARRO Redesign of the Selection System
- - -- - - - - - - - - ---- - -. % °.J

The FBI is presently examining ARPO's recommendations and
will have a decision in July about what they will implement.
Yates is not yet knowledgeai le about what ARRO is recommend-
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ing, but he did know that they had developed a personality
inventory, a numerical ability test, a verbal ability test,
a general ability test, a writing (essay) test, a listening
test (that involved listening to a tape, remembering the
contents, extracting the important information, and writing
the information in logical, readable form). There was,
according to Yates, a huge battery of tests, so this is
undoubtedly only a sample of them.

ARRO also hired DDI to develop a targeted interview for
the special agent position. They used, according to Yates,
the seven behavioral dimensions he identified in his PAQ
job analysis. Apparently, they are weighted as follows:

Weight Dimension

1.0 Oral Communication

.89 Impact

.89 Motivation/Commitment

.87 Initiative

.84 Work Standards

.65 Independence

.50 Range of Interests A0

(ARRO also did a job analysis so this seems odd--perhaps
ARRO did a task analysis and their dimensions were not be-
havioral dimensions. In fact, when I went to the DEA
bidder's conference, the ARRO job analysis dimensions for
FBI special agents were provided and I copied them. Attach-
ment 3 is a list of ARRO's FBI special agent job dimensions.)

Other Information

There are approximately 8,000 special agents.

The hierarchy with regards to special agent Bob Yates is:

)ircctoi: Webster

John Otto

Jim McKinzie

Bob Yates
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New hires in the last six years are: *.$ "

Year Number

1983 662

1982 348

1981 183

1980 5142

1979 345

1978 666

* There are 59 field offices. Each one is autonomous.

There is a Special Agent in Charge (SAC) at each one.

Special Agents are on call 24 hours a day. There is

a two-hour rule, which means you check in every two

hours so that your whereabouts is always known. Even

if you are on vacation driving across country, you
must file your itinerary, have a contact (generally
the local police department) in each town you intend

to spend the night, and check in with them when you

arrive.

Retirement is mandatory after 20 years or age 55,
whichever comes first.

Bob Yates was transferred from the field to "training"

in 1972 and told to develop a test that would "predict
job performance of special agents." Prior to 1972,

the FBI used a mental ability test and an interview.
According to Yates, the interview was the determiner
of who was hired and the test score, which was never
revealed, was used a'- the reason when a person was
not hired. The interviews were conducted at the field

office by the Special Agent in Charge, and were,
according to Yates, completely unnitandardized. Yates
said there was no consistency to the irnirviews and

that such characteri stics as dress and hai rout were

probably the major knock -out factors. The interview
apparently had little to do with what it took to be -
successful on the job. (The FB1 has a lot of confidence

in interviewing because that is how they obtain much

of their information.) The FBI used to have a spelling

test, which, according to Yates, really didn't have

much value. They also used to use college grade point
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average but, according to Yates, grades are not compar-
able across schools because different schools have
different academic standards and different scales.
This, too, was eliminated. There also used to be a
height requ-irement, 5'7", but even Hoover made "all
kinds of exceptions to it." Hoover made final selec-"." -

tion decisions.

When Yates was given the assignment to develop a new
test, he conducted a job analysis using the PAQ.
Based on that, he developed an attitude type question-
naire; he said he was trying to relate personality
characteristics with job performance. He correlated
the test scores with training grades and found it had -i
good concurrent validity, corrected for restriction inrange. ,: L

Probation is one year from time of hire.

Training, is 16 weeks. There are about 40 per class.
They go through training as a class.

ARRO completed a major job analysis as a part of the
redesign and development of a new selection procedure
for special agents. The tests will be implemented

in July.
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ATTACr MENT I

NEW AGENTS PKYSICAL FITNESS TESTS
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ATTACHMENT 2

INTERVIEW FORMATS FOR SAFEGUARDING THE

PSYCHOLOGICAL HEALTH OF UNDERCOVER AGENTS

PRELIMINARY INTERVIEW FOR
UNDERCOVER ASSIGNMENT

Proj ect ______________________ Date _______________

Applicant ____________________ Office______________

Interviewer ___________________ Office .-

A. Prior Experience

1. Has the applicant worked undercover before (Bureau or otherwise)?___

a. If yes, where was the last project? __________________

b. What kind of a project? _______________________

c. How long was the applicant undercover?_________________

d. How long ago did the project end? ___________________

e. What were the results of the project? _________________

f. Who was his/her supervisor, coordinator, and contact Agent on the last

project? _________________________________________

b. Current Project

1. Ask the applicant to give you his/her understanding of the proposed project.

2. Ask the applicant to describe the exact nature and responsibility of the

role for which he/she is being considered.

3. Wby does he/she wish to be considered for this particular role?

4. Bow lcni woil d app1 icn:nt be wil 1 tiph to remaiiin in thif part icular role?

Ir
5. Ask the applicanit it be/!.he really feel, iI 'Vj se skfi ient.

Importance to jUSt ify th(- amountL of time and moflpy 7-coayt aei ok

6. Ask the applicant to describe bow he/she would justify this project to
I a critical public.
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C. Family Circumstances

1. is the applicant married? If so how long? "".-

2. Has applicant ever been divorced or separated, or have these actions

ever been considered? Are they presently under consideration? ,-_-_-

3. Who would care for the spouse/home/apartment/animals/financial affairs,
etc., while the applicant is on the assignment?

4. How would the applicant feel about having an Agent periodically contact
his spouse/family/children while he/she is on assignment to determine
their well-being?

5. Is the spouse employed? ,.

If yes, what is the occupation?

6. Is there anyone in the family in poor health, or does anyone have a
chronic health problem?

7. Does the applicant have family/relatives/friends in or near the area of • -

the project?

D. Personal

I. Does the applicant have any type of outside commIttments at this time
or in the foreseeable future?

2. If the applicant has previously worked undercover, ask him/her to
describe the most difficult personal problems and/or adjustments they
had to deal with while working undercover and when they returned to
regular duties?

184

. . . ... . . . . .



AD-l"S 251 BEHAVIORAL RELIABILITY A REYEN 
OF ACADEMIC LITERATURE 3/4

AND ORGANIZATIONAL..(U) PERSONNEL DECISIONS RESEARCH~INST MINNEAPOLIS MN B N BARGE ET AL.31U DEC 04 96
UNCLASSIFIED DNR-TR-85-21 DNASI-83-C-IB5I F/G 5/10 U



111111.0 L60 2.0~ '.

MIRE -f TS CA

MlCRACOPaY RESO'ITO TE t CHART ,. .

-- ,.

'S'

5% .-

*• d~ 4 . o' ,* **. °. *. ' .* .-.. ;. = ' ." ' .*, ** ' .. . 5 ." -'-.. . * .o'.'° ** *.' . . . .* ..' ... 5 .. * . * .o . '. .. . ". . .. .°. . -



K ~3. Has the applicant been ill recently? If so, what was the problem? ____

Has the applicant experienced:

__Frequent Headaches __Frequent Indigestion
__Frequent Constipation __Frequent Diarrhea
__Colitis __Diabetes

__Arthritis Insomnia
__Ulcers __Asthma

Allergies Other (Specify:)

4. Is the applicant taking any type of medication? If so, what?

Prescription ___________________

Over the Counter_________ _______

For what purpose?___________________ ________

- Is applicant taking:

__Muscle Relaxants __Tranquilizers___

__Antacids __Antihistamines

__Diet Pills __Sleeping Pills
__Antibiotics Other (Specify: __________

5. Has applicant recently experienced any: p
__Inability to enjoy life or work?

__Need to get away from the office or family for a while?

___General "blahs" or depression?

Need to reexamine his/her goals and values?

__Increased irritability when dealing with others?

Feelings of rejection, or bitterness as a result of case

assignments and/or general trcatmcnt by supervisor?

185

77.



6 MONTH INTERVIEW FOR
UNDERCOVER PROJECT

b,

(Interview Number

Project Date

Undercover Agent Office

Interviewer Office _

Interview

1. Ask, in general terms, how the undercover Agent (UCA) is getting
along; if there is adequate communication with the office and

supervisor; if the equipment is sufficient; if the meetings with

the contact Agent have been productive and helpful, etc.

2. Ask the UCA to describe the project, its current objectives and

any progress that has been made.

3. Determine if he/she has been having any aches and pains, or

other physical problems of any kind.

4. Ask the UCA what personal adjustments and changes have been -i.I i
,%

5. How is the UCA spending his/her time when not engaged in the

assigned undercover role?

6. Ask if there are any problems such as family illnesses, home

maintenance, lack of clothing, unpaid bills, etc., which have

surfaced recently and need to be handled. _

7. Ask the UCA if he/she feels safe. "'"

8. Ask the UCA if there have been any disagreements about the
project or the UCA's role in the project.

9. Can the UCA name any individuals who should be developed as

possible informants?
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10. Determine what the UCA's feelings are about the target or

target group now that he/she has had a chance to evaluate

them more carefully.

11. Is the UCA aware of any changes of attitude toward !,,m/her
by the Agents in the office? If so, how is the UCA dealing

with this problem?

12. Can the UCA foresee the manner in which the project will be
concluded?

.. b .p -

13. Determine if the UCA is prepared for the end of the project.

14. Has the UCA considered what he/she will do after the project -.

is over?

15. Point out any changes or increased tendencies mentioned by the
contact Agent and discuss their implications.

16. Has the UCA been ill recently? If so, what was the problem?

Has UCA experienced:

Frequent Headaches Frequent Indigestion

Frequent Constipation Frequent Diarrhea

Colitis Diabetes .' "

Arthritis _ Insomnia

Ulcers Asthma

Allergies Other (Specify: _ _"

17. Is the UCA taking any type of medication? If so, what?

Prescription

Over the Counter ._-

For what purpose? _ _ _ _ __ _ _ _ _

Is UCA taking:

Muscle Relaxants _ Tranquilizers

Antacids Antihistamines

Diet Pills Sleeping Pills
Antibiotics Other (Specify: "
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1.Has the UCA recently experienced any:

".YN. ___ Inability to enjoy life or work? ,

Need to get away from thle office or family for a while?

General "blahs" or depression?

Need to reexamine his/her goals and values? "

Increased irritability when dealing with others?

__Feelings of rejection, or bitterness as a result of case
assignments and/or general treatment by supervisor?
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DEBRIEFING INTERVIEW FOR UNDERCOVER PROJECT

Project ____________________ Date____________

Undercover Agent _________________ Office ___________

Interviewer office____________ *

Interview

1. Have the Undercover Agent (UCA) describe the project and his/her
personal successes and failures.

2. Ask if the UCA accomplished what hie/she set out to do.

3. Did the supervisor/case Agent, etc., work closely with the UCA
in the final stages of the project?

4. Was the decision to close down the project made with the full
knowledge and agreement of the UCA?

6"

5. Was the assignment flexible enough to permit his/her handling
of any personal emergencies and/or problems?

6. Does the UCA feel angry, cheated or bitter about his/her treatment ,4
while working undercover?

7. Determine the most difficult personal problems encountered by
the UCA during the assignment.

8. Have these problems been completely resolved?

9. flow were the problems handled?

10. Ask the UCA if he/she was really the right person for this

11. Ask what advice, warningi~s and/or direction should be given to
the next UCA applyin, for assignment to this type of project.
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12. What are his/her greatest concerns now that the operation
is over?

13. What kind of an assignment would now be most beneficial to

both the UCA and the Bureau?

14. Does the UCA feel he/she will need some assistance or time
off before returning to regular duties?

15 as the undercover experience altered his/her perception of
the FBI? In what way?

16. Ask the IJCA if he/she feels safe.

17. Has the UCA been ill recently? If so, what was the problem?

4-Q

Has UCA experienced:

__Frequent Headaches __Frequent Indigestion
__Frequent Constipation __Frequent Diarrhea

Colitis Diabetes
__Arthritis Insomnia

Ulcers Asthma
__Allergies __Other (Specify:_______)

18. Is the UCA taking any type of medication? If so, what?

Prescript ion .

Over the Counter N.

For what purpose?_______________________

Is UCA taking:

Nt-iu c t' pol'ax nnts; ____'linqii zcrs

jMtia ids N)t iIIi s t ar i 11, n
lDict Pill s Sleeping Pills
Ant Thint ic Other- (Specify:)

1 90
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19. Has the UCA recently experienced any:

__inability to enjoy life or work?

__Need to get away from the office or family for a while?

___General "blahs" or depression?

Need to reexamine his/her goals and values?

Increased irritability when dealing with others?

U.7
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SAFEGUARDING THE PSYCHOLOGICAL HEALTH

OF UNDERCOVER AGENTS

Undercover Coordinator's Checklist

Follow-Up Interview for Undercover Project 4
Interview .

1. Does the undercover Agent (UCA) feel angry, cheated or bitter

about his/her treatment since the end of the program?

2. Does the UCA feel the project was sufficiently important to

warrant the time and sacrifices involved?

3. Ask the UCA if he/she feels differently about the FBI as a

result of this experience.

4. What actions could have been taken to further assist the UCA

in his/her return to regular duties?

5. Ask the UCA if his/her part in the project was successful. -4-..

6. What are the most difficult personal problems that have had
to be dealt with since the conclusion of the project.

*- 5S

7. Have these problems been resolved? 5.5-Sf

8. Ask the UCA what advise he would give another UCA considering

a similar assignment in terms of:

1. preparation for the assignment

2. how it will be supervised

3. selection of contact Agont(s)
4',% . °-

4. providing for family

5. handling the stress -

6. setting time limits

7. the importance of the project

8. preparation for the return to regular duties
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. 4-., .



Attachment3

ARRO's FBI Special Agent

Job Dimensions
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FBI JOB DIMENSIONS

Administrative Actions Procurement

Affirmative Action Assets Seizure

Recruitment Suspect Arrest

Selection/Assesment Evidence

Tratninst/Coaching Case Initiation

Budget Management Case Development

Career Management Informant Development/Supervision

Case Development Intelligence

Cooperation/Coordination Internal Security
with other Federal Agencies State, Local Enforcement

Disciplinary Action, Agency Cooperation
Integrity of Investigation Intelligence Assistance

Enforcement Evaluation/Oversight to FPIC members

FOI(Freedom of Information)
Interpretation/Determination

Intelligence

Organizational Staffing-
Positive Development

Performance Evaluation

Policy Procedures -

Public Relations/Promotions"
Advocacy

Response to FOI
(Freedom of Information Act)

State, Local, other governmental
cooperation

Support/Cooperation assistance
to DEA offices oom

Work Planning/Nonitoring/ , "
Controlling" Staff Ac-tivitieCS. '

Relnti nn withl Intciiot i(nl Organi zation

IEnforcemont InfrtT i tion-iucling

statistical Secur ity'

Time and Attendance - -

* ** . ** * -* : * ** -. *.*-



ANNEX 2 -Wg

LOS ANGELES POLICE DEPARTMENT

Interviewees: 1. Captain William Davis
Personnel Division

2. Commander Glenn Levant
Office of Operations

3. Captain Thomas G. Hlays
Training Division

4. Marsha Noble
Senior Personnel Analyst
Police Officer Selection Unit

Interviewer: Leaetta flough

*Dates: 17-18 July 1984

SELECTION OF LAPD POLICE OFFICERS

The minimum entrance requirements are as follows:

1. age - 21 years

2. education - high school diploma or CED equivalent

3. citizenship - U.S.A. citizenship as soon as possible; must submit proof
0 o U.S.A. citizenship application.

4. vision -uncorrected at least 20/40 using both eyes, with at least
20170 in the poorer eye and at least 20/40 in the better eye; cor-
rectable to 20/30; normal depth perception and satisfactory color
vision required

5. hieighIt/weight - at least 5' 0'', not more than 6' 8''; wei ght appro-
pr iate For ho i glit and build

6. bo-Il fl - exceIllent wi th1 no Condiit ione, which would restri-t abhility.v*-
t 0s-,-tfe Iv do 1,o ic w or k

7. bwl.:grcii( - ii,, lciiiv convi ct ioren

Thle select ion process isC as locilows:

I V iu I I, I'i wi t t 0In tes-,t - the qua -1 i f Vings, wr i t t en test measuires reading
roinprehtitn ion, Fnu I Ii usag (-Ild ing spe I I i ng and vcnbir anrv) , reasoning, A

and ab iI i t v t o miike common sene.e jud goenlt!e on pi;ictical problems. Tlits -
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requirement can be waived if the person has: a) completed, with a
"* "C" average or better, 60 college semester units or 90 college

quarter units; b) been employed by LA for three or more months; or -
c) been full-time in law enforcement for the past year and has a

California Peace Officer Standards and Training Certificate. '.'4_ -

The test is u,;ed only as a disqualifier. If a person passes, his or her
score on this test has no impact on the ranking of candidates. This is " 4

very interesting because apparently the research that has been done
at the LAPD indicates I.Q. and academic performance are the best and
only empirically valid performance of job performance.

Apparently very fpw people are disqualified by the written exam, and
the test may be taken once every three months. According to Ms. Noble
80% pass. Those who pass are scheduled for an interview. Ms. Noble
said that there is quite a bit of self-selecting out; many people who
pass one phase do not show up for the next one.

2. Interview The interview, which can be taken once every three months,
evaluates employment history and education, ability to relate to others,
reasoning and problem-solving ability in answering situation questions,
and communication skills. Passing is obtaining a score of 70 or higher
(out of 100). This score determines the candidate's rank.

The interview panel consists of about three people: a police sergeant
or detective, a person from the personnel department (city), and a person
from the community. It is about a 20-30 minute interview. It is a
highly structured interview. Two of the questions consist of police Wi
situational judgment items. The interviewers independently rate the • -
applicant on four dimensions: I) employment and education history,
2) interpersonal skills, 3) reasoning and problem solving, and 4) oral
communication skills.

3. Physical Abilities Test This is only used to disqualify candidates. It
is designed to measure physical endurance, strength and agility. This
part of the selection process can be taken as often as desired.

4. Medical Exam This also is only a disqualifier. The candidate must
be in excellent health with no conditions that would restrict one's
ability to do police work safely. There must be a minimum amount of
body fat. A cardiac stres ;s test on a treadmill is sometimes required.

5. Picliolo i ,l EValUation This is done by a city-empioyed psychologist.
The MIDI is adminif;tered. According to Captain Davis, tile rate of
di,,:italifications; is hased on who the psychologist is. One disqualified
707/ of those lie saw; the current fellow disqualifics about 17%. A_

6. Ba-Ckgrornd _uI vestigatjon This is also used only to disqualify can-
didates. The background investigation includes an interview and a
thorough check of police records; personal, military, and employment,
histories; and inquiry of persons who know the applicant to evaluate
whether the applicant: 1) respects the law; 2) is honest; 3) has l.T
mature judgment; 4) respects the rights of others; 5) has a good employ- . .-.

ment record; 6) has a good military record; 7) has a responsible financial .. ,.
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record; and 8) has a good driving record. There are "conduct guide-

lines" which the background investigators use in evaluating candidates

on these dimensions. It contains specific examples of what the back-

ground investigator should look for and is therefore included verbatim

below.

1.97'4

".i.
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B. CONDUCT GUIDELINES

Police Officer applicants will be considered for employment
only when there is sufficient evidence to indicate that an
app icant's personal conduct meets the above high background
standards. Each of the background standards and related
adverse conduct is considered separately, taking into
consideration the nature and seriousness of the conduct, the
circumstances surrounding the conduct, the recency of the

conduct, the age of the candidate at the time and the
presence or absence of rehabilitative efforts. The
following guidelines are not all-inclusive but are among the
principal factors to be considered by the Personnel
Department in evaluating an applicant's candidacy;
candidates may be considered for disqualification for
conduct which is not specifically mentioned in the Conduct --

Guidelines:

Standard Conduct to be Considered

1 1. Respect for the law a. See Personnel Department Policy
1.3, "Employment of Persons with
Criminal Records."

b. Substantiated, active,
continuing association with a person
or persons who repeatedly commit
serious violations of local, state
or federal laws where the candidate
has knowledge of such activities.

c. Substantiated association with,

or membership in, any group or
organization having a demonstrable
record of criminal activities or as
one of its p, rposes the overthrow of
the Government by illegal means, the
candidate having knowledge of such
illegal purposes and the intent to
support those purposes.
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2. Honesty Substantiated theft or pattern of%
*thefts from employer or others;N-e

deceitful acts such as claiming
disability when not disabled,
whether for personal gain or not; or
falsifying or misrepresenting facts
in the selection process. Also:
see CSC Rule 3.5e, and Personnel
Department Policy 1.10.

3. Mature Judgment a. Any substantiated pattern of
habitual use of intoxicating
beverages which has resulted in
irresponsible behavior including but
not limited to illegal conduct, a
poor work record, or financial
problems.

b. Any substantiated illegal act
involving narcotics or dangerous
drugs as defined by state or federal
law.

(Illegal use of hard narcotics or
hallucinogenic drugs havinq
flashback potential, or injecting of
any drugs into the body illegally,
shall, in itself, be evidence of
conduct not meeting the standard.)

c . Any substantiated illegal or
notorious sexual conduct such as .-

acts occurring in a public or semi-
public atmosphere. (Sexual conduct
in private between consenting adults
shall not, in and of itself, be
disqualifying. Sexual behavior
which may be indicative of a
personality disorder, discovered
during the background investigation,
shall be referred to medical or
psychological personnel for
evaluation in accordance with the
Medical Standards for Police and
Fire Service.)

W2
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4. Respect for Others Substantiated record of significant
discourteous, abusive or violent
treatment of others which
demonstrates a candidate's lack of
self-discipline, an unwillingness to
work with others in a team effort,
or a disregard for the rights of
others.

5. Good Employment See CSC Rule 3.5d, Personnel
Record Department Policy 1.6.

6. Honorable Military Substantiated inability to adjust to
Records military trainin9 or discipline.

Military convictions or the
commission of illegal acts while in
the military service will be
considered the same as convictions
or the commission of illegal acts as
a civilian.

7. Responsible Financial Evidence of poor financial
Record management characterized by

irresponsible purchases or a
disregard for payment obligations,
or legal gambling which has resulted
in substantial financial problems.
Bankruptcy, in and of itself, is not
a basis for disqualification.

8. Proficient Driving a. Police Officer: See Personnel
Record Department Policies 1.3d and 1.5.

b. Firefighter: "Applicants must
have a responsible driving record,
free of convictions for serious
offenses (i.e., drunk driving,
reckless driving, etc.) and also
free of serious chargeable accidents
(i.e., manslaughter, etc.) for at
least one year.

20- .. .
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In interpreting this policy further

investigation of candidates with
more than four violations or
accidents in the last two years
would be made. In addition to
checking the recency and seriousness
of the violations, other aspects of
the applicant's background will be
considered in determining if other
patterns of irresponsibility exist. -l

4201
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The background investigators also evaluate the candidates on: 1) logical
reasoning; 2) decisiveness; 3) organizational compatibility; 4) self-
confidence; 5) sensitivity; 6) stress tolerance; 7) impact; 8) positive
motivation; and 9) behavioral flexibility. The LAPD also has defined
these dimensions and included descriptions for each dimension to aid
the investigators. These dimensions, definitions, and descriptions
appear verbatim below:

'.0.

--.-
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PSYCHOLOGICAL DATA SHEET FOR BACKGROUND INVESTIGATORS

Stuart M. Shaffer, Ph.D.
Clinical Psychologist

January 5, 1979

DIMENSION DESCRIPTORS

A. Logical Reasoning: choosing and acting Positive:
on an appropriate course of action from a
number of alternatives, frequently under Clear-thinking
severe time limitation. No psychological Has common sense
aberrant behavior which could cloud Knows what's A.
decision making.hapng

Logical
Rational
Reasonable
Sound Judgment
Thinks clearly
Thinks logically

Negative:

Absent-minded
Cloudy thinking
Confused Nr
Does stupid things
Foolish
Forgetful
Hard to follow
In a fog
Makes dumb decisions
Slow
Unstable

DIMENSION DESCRIPTORS

B. Decisiveness: Readiness to make Positive:
decisions or render judgment given the
best information available. The Accepts responsiblt
individual must also have the ability to Appropriately cautious
recognize when sufficient information is Assertive
not available. Efficient

Fair-minded
Independent
Quick

Negative:

Bossy
Disorganized
Evasive
Impatient
impulsive
Needs constant
direction *

Reckless
Suggestible
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DIMENSION DESCRIPTORS

C. Organizational Compatibility: Must be Positive:
able to function independently with
limited supervision and also as a member Approachable
of a team. Cheerful

Cooperative
Dependable
Does what he's told
Likeable
Loyal
Reliable
Takes orders

Negative:

Arrogant
Argumentative
Can't take criticism
Careless
Cold
Inconsiderate
Individualistic
Uncomfortably
unpredictable
Unreliable

DIMENSION DESCRIPTORS

D. Self-Confidence: Can function in a Positive:
situation where there is the potential
for scorn or ridicule, without acting Confident
threatened or challenged. Courageous

Mature
Self-assured . .

Self-confident
Unafraid
Works well without
supervision

Negative:

Afraid to try new
things
Can't handle
responsibility

Constantly needs
encouragement

DefE'nsive
Fearful
Submissive b7
Touchy NOW
Weak
Wishy Washy

0'.4-
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DIMENSION DESCRIPTORS *'..',. .

E. Sensitivity: Skill in perceiving and Positive:
reacting to the needs of others.
Objectivity in perceiving impact of self Concerned about others
on others. Considerate

Forgiving
Friendly , e
Gentle
Good-natured
Good manners
Sensitive
Understanding
Warm

Negative: .

Abusive to others
Aggressive
Boastful
Cruel "
Fault finding
Hostile
Immature
Indifferent .-:
Moody
Prejudiced
Pushy
Quarrelsome
Sarcastic
Tactless

DIMENSION DESCRIPTORS

F. Stress Tolerance: Ability to function in Positive:
an effective manner under pressure and
opposition without overt negative Calm
behavioral manifestations; under these Capable
conditions, emotionalism must not cloud Cool under pressure
objectivity. Performs well under

pressure
Relaxed
Unexcitable

Negative:

Anxious
Appears tense
Breaks down if pushed
EmotionalExcitable

High strung
Hurried
Nervous
Restless
Tense
Tries to get out of
tension producing
situations -r

or
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DIMENSION DESCRIPTORS
G. Impact: Ability to command attention and Positive:

respect, show an air of confidence.
Dignified
Dominant
Formal
Ideas on target
Is a leader
Outgoing ."-
Strong

Negative:

Apathetic
Awkward
Cocky
Dependent
Fearful
Infantile
Meek
Overly demanding
Shallow
Shy
Shies away from
social contact

Sloppy
Temperamental
Timid
Withdrawn

2, -,-6
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DIMENSION DESCRIPTORS

H. Positive Motivation: An interest in Positive:
service to the community, individuals,
and self. Sets high standards for self. Active

Conscientious
Contented
Determined
Energetic
Enthusiastic
Finishes what he/she
starts

Honest . t
Industrious
Organized
Persevering
Persistent
Responsible
Serious

Negative:

Bitter
Can't get his act -"-°--"
togetherComplainingDissatisfied

Doesn't finish what
he/she starts

Gloomy
Greedy
Irresponsible
Lazy
Loser
Quitting
Unambitious
Unrealistic

DIMENSION DESCRIPTORS

I. Behavioral Flexibility: Managing to Positive:
function under conditions where one must
attend to several abstract and concrete Adaptable
variables simultaneously through time; Easy goin7
remaining task oriented under conditions Enterprising
of high or low work activity and coping Foresighted
with distractions. Insightful

Practical
Progressive
Realistic
Resourceful
Willing to try new
ways

Negative:

Frivolous
Hardheaded
Headstrong
Intolerant
Not flexible
Opinionated
Rigid
Stubborn
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During the interview with Captain Davis, h, -aid that any single use of hard
narcotics is disqualifying. If a candidate has smoked marijuana iiore than 100
times, lie or she is disqualified.

They perform lie detector tests if there is evidence that the person is not telling
the truth.

Attachment contains several forms that are used during the selection process.

The LAPD selection process currently operates under a consent decree. They have to e
hire more women until the department is 25% female. For blacks and Hispanics,
they have goals rather than a mandated percent. I,

I-
The research that has been done at the LAPD has shown that the success rate on
the street is the same for men and women and for all combinations of partners:

female/female, male/female, and male/male. They have also found that tiere is
no correlation between shooting scores at the Academy and success on the street,
nor is there a relationship between physical prowess and success on the street.
There is a correlation between academic achievement or mental ability and success
on the street. Captain Davis feels that personality is also an important deter-
miner of success on the street. I'm uncertain whether their research included
any personality measures.

Monitoring

The Academy training will be considered a part of monitoring. The Academy is very
military, very regimented. It is like boot camp. Approximately 400-500 recruits
go through the Academy each year.

Part of the consent decree agreement included having similar attrition rates for
men and women from the Academy. Previously, the attrition rate from the Academy

- for women was 62%, for men 18%. The problem for women was upper body strength and
command presence. They now have a program called "Crime Prevention Assistance"
whereby women are allowed to be employed by the city for 4-5 months. For 6 of 8
hours each day the woman performs services for the department, the other two
hours of the day she works out with the training staff, doing primarily weight
lifting exercises. LAPD also developed a program called "POWR" or "Positive
Orientation for Winning Response." This is a one-hour class and is designed to
prepare women for street work. It focuses on how to control oneself in a com-
ietitive, electrifying situation, to not break down and cry in such a situation.
It teaches "command presence." According to Captain Hays, these two programs

'" have brought the Academy attrition rate for women down to approximately that of

1 li, reg,,ltir tr.iinirig at the Academy is divided into four sections: 1)instructional
tcchnolo gv section; 2) recruit training section, 3) specialiy'ed training section;
and 4) organizational deve lopmen t section (advanced training of management tech-
niq'ics for sergeants, detectives, lieutenants, and higher). They use classroom
training, audio and video tapes, books, simulation, and role-playing techniques.

The training includes physical conditioning, self-defense, first aid, cardio-
pulmionary resuscitation, and ordnance training. There is also a simulator which is
designed to teach decision-making under stress in potential field shooting .

situations. It's called DEFT, 'Developmient and Evaluation of Firearms Training".

I
I--
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and permits an officer to view true-to-life filmed enactments of various situations
and react to them in a non-life-threatening setting, actually firing at targets on
the special, curved screen which registers a score. The officer's performance is
videotaped and then critiqued both by a live instructor and a computer which reports
the trainee's accuracy and compliance with LAPD shooting policy. Captain Hays
thinks the DEFT is the best past of the Academy.

When asked what they could be doing better, Captain Hays said he thought they .
should teach some social graces, such as how to enter a room, how to be professional, . \
how to be polite, etc. lie also said he didn't think they should be spending time
to teach Spanish to all the recruits. A W .,

When the Academy training is almost complete, the spouses are invited to the
Academy for a one day program. This day is devoted to showing the spouses what
the officers will experience.

Once training is complete, the new officer is with a training officer for one
year. (Probation lasts 1! years, the first six months are the Academy). The
training officer rates the new candidate every two weeks the first three months,
then every month. The LAPD loses about 12 people for inability to perform to
standards during this one year period.

The LAPD distinguishes between performance deficiencies and misconduct. During
* probation, an officer is terminated immediately for misconduct.

The LAPD has an "Early Prevention of Emotional Problems" program. Part of this
program consists of presentations and education about stress management. it
also includes teaching supervisors how to detect behavioral changes in subordinates
that indicate the need for psychological services. An officer can voluntarily use
the services of the psychologists. If the officer does voluntarily seek help,
management never knows about it. A supervisor can not order an officer to seek
counseling; however, the supervisor can order a "fitness report" on the officer.
In such a situation, the psychologist prepares a fitness report for management.
Part of this fitness report includes whether or not the officer is sufficiently
reliable to carry a gun. About 80% come in on a confidential basis, the other

20% are ordered in. A fitness report is mandatory if the officer is involved
in a shooting.

Another program that the LAPD has is called the "PEER Counseling" program. It
consists of volunteers who have experienced problems who talk with, counsel, and
are .stipportive of an officer who has a similar problem. Examples of experiences
or problimf- t li.t th,-;e ,,,ltinters have hai, are open hcait surgery, sexual abuse,
InId tet mit;1I k.raner. C;Iptaiit levant thinks thi.; is one of the best programs the
LAII) has.

At her supp, ,t pro, ram they have is cal led the Chnp i n group. This is pre-
5tiist d for th ore people who want to deal with someone who has had relig ious il
training and has a religious orientation.

If a police officer smokes mariJuana as a police officer, the person is terminated.
(They can have smoked marijuana fewer than 100 times prior to their becoming a
police officer).

LAPID does perform urine analyses but this can only be done for lieutenants and
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below if there is probable cause. Captain Davis said they can't go on a witch
hunt.

Motivation

During the interviews, some people suggested ways to increase the attention > -
level or motivation of guards who have uneventful days. These suggestions
are: 1) training interventions, 2) simulations, 3) inspections every day at
random times, 4) contact the person at least once every hour, 5) "peer" support
programs, and 6) official recognition such as officer of the month.
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LOS ANGELES POLICE DEPARTMENT

DARYL F. GATES Mailing Address: Box 30158
Chief of Police Los Angeles. CA 90030

Ref. No.
TOM BRADLEY

Mayor

CONFIDENTIAL PERSONAL INQUIRY

_ _____is an applicant

for the position of "--'""_--"
We have been informed that you hove knowledge of the applicant's character,
qualifications, and general fitness.

In our constant effort to select personnel who will maintain the high standards of
performance which this Department requires, we rely primarily on information
furnished by reliable individuals. We therefore earnestly request that you fill in
the attached form and return it as soon as possible. A pre-addressed envelope, i"'-. :
requiring no postage, is enclosed for your convenience.

Your reply will be STRICTLY CONFIDENTIAL in accordance with Section 1040

(B) of the California Evidence Code: "A public entity has a privilege to refuse
to disclose official information, and to prevent another from disclosing such

information, ... ".

Thank-you for your cooperation and for your prompt reply to this request.

"- . -S °'*

LOS ANGELES POLICE DEPARMENT

01.O12 0 (9/80)
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PESO I...IE 11

PERSON .N9ER 16:77) PSITION

-D*TES Of EMPLOYMENT ACEIO EG UT(

FROM TO - T ,, oOU'

WOULD1( YOU ol-EMPOY' YES C] No C] CONDITIONAL El IF No OR CONDITIONAL, PLEASE EXPLAIN:

OVERALL RATING:

*01-1535 TRAITS 5

11551-011 GIVEN 91 CA GOATE ON PHF1

A$1- CA00A]W E NO (3 IF YES, PLEASE EX PLAIN:

"CAL?"I ANDS ictlarse1 RECORD

ONV~E A~S F 11 *00 50 0511751 YISIAT.YES C] NO C] UNDECIDED 0C]k

*OULO YOU RECOMNDI45 1114-1( NE0FO T11E POSIT ION Or

if NO 014 UNDECIDED. PLEASEI 101 AIN'

Hiioi bi;

ANETI*C 0 VAM AND SISA E11M

__________________ t)SP O~t VFERSV I 0On ADDITIONA L INFOITMS (ION)

LOS ANGELES POLICE DEPARTMENT APPLICANT EMPLOYMENT RECORD
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C ON I I N JU ATIONX_ SI- H~ E E _____ T_____________
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PERSONAL INQUIRY QUESTIONNAIRE
CONFIDENTIAL

Nat-e of Applit-anl t_______

Ile ,olmon Sproiled for__ _______

lo"Ie ...... .us is asi- rjletei 5 1s vossible your commtnents ale of file utmost importanace in Ite selection of well qualified personnel. .,

t,1 -th l atO, licaq Cloce friend EJ Neighbor EJ Casual acquaintance

-- - -- ---------iei - - --,' -- --.---

I . '.h' uir-'- itiwrlnalup, ? - ------- -- ---- ...... .............

4 P, *. nI..I-l '.lli)th 1,roi ii 0 bi1,1 r fello~wwres7____- --

I'- 'tr-te -II qor. l ant, %,i Is- Arnd associates [j Law abiding o Orrestionable [El Unknown

* * 9P.~f N ~---------------------------------------------------------...--.. .--.--.-.-..--------

6 A.- - 1 11,1 irl I ... I nIr' I Yes Li No LII Unable to form opinion

F .1 1 AIN 
- - ----------------- --------.

N . ~--. ~,' '* HNo [j nknown

R I&i "t. iptpt r -1ll,,~ tiIrl.l ter? 1 Ye Ll LNo L] Unable to form opinion

* q t n-a k .. . ... Ir a ii wph.ii iiI t,- j-'iii)liid tol anyV illiqal or nioti ous spxuial conduct? l Yets L No

F V'l AIN ---------- ._.._..__..._...

tO10 e i t..'trr ih'' r ttriii l L Yes I No

IF WPI AIN Ill'- h, iIh

It iii V(. k.-iso ls I lb.,I appriii a-, tietorig to any suby,', sive or illegal or ganizat inf I Ye 3] N

12 ..n I-wat ...ri Qor Iriti aiil ilii ihra anvers 7 Never El1 Occasionally [I] Socially [] Excessively I]Unknown
uxrt'.AIN - . . .. - *

3 I ta ryn ,-sn~~li 1 i , Ii ..... In 1, o thn apfrlur-ait's uIse ol drugs or narcofics
7 L Ys ( No fllUnknown

F ......... ---liofrs-y- - - - - - - -- --- - - -- -..... ......- - ---........

14 Ii-, .- I 111, 0l-, 1.. 1,,h I'' ll iulun1' ,I r-Iobdily' I Iivns arIf .tiirouinns ijvt'sheiyoni roc- [Inepossessions

* ~15 Ise, a vvithi antS I%,i, r iir~~iih iiiii lensr'l L r' ] N Yes Nlk Un o i,,n-*UI.*

17 In yoiiiof ......... III aptii tot? ......t o IIIy stlhf,? 1 r~ N [ fliirstiopltl

CIJ)MMFNIS .

-- -- -------------- -. - -- . .....-- - -



5-d.

5%-*

-~ 18. To your knowledge, does applicant have any Physical Problems that would Interfere with his/her job performance? L yes E] No

COMMENTS:____________________ ____

19. Do you know anything else about the applicant which should be investigated before appointment to this position? (Consider such things as maturity.
loyalty, common tense. judgment. tolerance, ability to recognize own lmitationt, etc.)._______

20. Do you have any other comments?_______________________________________

21. Please give the names and addresses of other persons who may be able to furnish Information regarding this applicant.

-~ Name ________________________ Name___________________

Address____________________ Address_____________ _____

City - -__________ City_____________ _______

* Phone -______________ Phone__________ _________

IF APPLICANT IS APPLYING FOR THE POSITION OF POLICE OFFICER OR POLICE RESERVE OFFICER, please answer the following question:'.'t

*22. Would you want the applicant lo be a Police Officer for Police Reserve Of ficer) for the city In which you live and to be responsible for the safety of ~
5- ~you end your family? [J] Yes [] No IF NO, Why?______________ _______'

ANSWER QUESTIONS 23-31 ONLY IF YOU HAVE EMPLOYED OR WORKED WITH THE APPLICANT.

23. Between whet dates did applicant work for or with you? From _____________To________________

24. Name of Company a.-.

Address

25. Describe applicant's position and duties:____________________________________________

26. How did applicant react to company policy, rules, and procedures? Ei Dsbyd[ sseliUsually cooperated 0 Compiled fully

COMMENTS:-

27. Please check any problems affecting applicant's work: [ Domestic troubles; LiAbsence or tardiness; [I Poor Health;L Disloyalty;

linability to get along. Li3isciplinary problems; LiUnable to follow Instructions; Li Financial problems; Li Drinking; Li Other

* COMMENTS:

28. How wo.,ld you rate applicant's job performance? E] Outstanding Li Excellent C] Satisfactory L iImprovement needed 0i Unsatisfactory

29. Why did applicant leave this joby _____.____________________________________________

*30. Would you rehire applicant~ 7JYsL No If not, why? ____ ______

31. Applicant's loonier emplo~ei& kif knownl

N ama Address City/State

2.

3

216

Signature Data

Thank you. for your lime and cooperation In completing this Inquiry. Your answers will be held In strict confidence



LOS ANGELES POLICE DEPARTMENT

DARYL F. GATES Moiling Address: Box 30158.w
* Chief of Police -Los Angeles, Calif. 90030

IN REPLY REFER TO-
TOM BRADLEY RF O

Mayor RF O

CONFIDENTIAL
FIWkHIkL INQUIRY

is an applicant for a position with this Department. The applicant ham
indicated in his persornel application that he is indebted to you for the
amount of $ IT Loan or Account No._ ______

We request that you fll in this form and return it in the enclosed stamped
envelope at the earliest possible time. Tour reply wiU. be treated S7RICTLY
(XJNFIDENTIA in accordance with Section 1881, Sub 5 of the California (bde .-

of Civil Procedure, "A public officer cannot be examined as to commnudcations-.V
made to him in official confidence when the public interest would suffer by
the disclosure."

CHIEF OF POLICE
___________________ _____RPORT OF LOAJI_0BLAgV0"JLA13

DATE LOAN OR CHARGE INCURRED ilNI iNii A ON AMOUNT CURRENET OUTSADN OBJECT or INOferOONESS

IRMS OF REPAYMENT Ion wooek ym no~y or yAr IbIe. , I. IFtIr I IAMOUNT DUE EACH PAYMENT

HAS HE EVER BEEN DELINQUENT ON P-AYMENT ST U YES U NO. I F YES, HO00 MANY I ME s I Fose gIn. date% howe lots en each peyssentl

WA TNECESSARY TO CONTC AIVYilO F HE WAS CONTATD WAACINOTYEORSPSED OU RECEIVE?

00D YOU DAVtLA COco Or OTMFW INOfIRTCONESS INCURRED By APPLICANT? U] YES Ql No. IF YES. PLEASE LI1ST CREDITORS.
NAME AOOnf SS TELEPHONE

T6 Y6 COYSIVFR TIA4 APfIICANT f) AT I iblR13O? F1 FS 7, NY. IFiiii Aini ISo 110. iFAicxA~vAIN.

FINANCIAL. INQUIRY WAVER

Ireestend oulhoriZO you to In.lf I.tNAgl~ oie(eatetey ~ l nonlo.lcluding confidential or
prolegd o~unoC:tlonN. C1nc~rSII!q presest or .n l d,::ednISO o o r Your 019nnilNtion. This Informionl~ Is to becS~ ID m .,5n det- nig ny t. I' f'T the V iI on~ I wo !e IpWth thR Los Angeles Police D~ertmn~et. I hereby

rf..you. your @mployer or others from any liabitlity or damaege which nay result from furnishing the Information requested

Signasture of Appliceant-----------------------------------------------------------------

TI Soo IS 74) 217 AP

* ~~~~~ ~ ~4 A .:..C



* FOM 0.350(872)LOS ANGELES POLICE DEPARTMENT -LOS ANGELES, CALIFORNIA[ AUTHORIZATION FOR RELEASE OF MILITARY AND MEDICAL INFORMATION

TO: DATE

NAME of APPLICANT -PRINTED

AS AN APPtICANT FOR A POSITION R11. THE LOS ANGELES POLICE DEPARTMENT, I AM REQUIRED TO FURNISH INFORMATION FOR USE IN

DETERMININGS MY MORAV. PHYOSICAL, AND MENTAL QUALIFICATIONS. IN THIS CONNECTION, I AUTHORIZE RELEASE Of THE INF0RMATION

ITEMS RELOR FROM MO MILITARY AND RELATED MEDICAL RECORDS.

.. ANC. OF SERVICE SEVCE NO. ATE LAST SEPARATED0 FROM ACTIVE SERVICE

*PRESENT MILITARY STATUS PRESENT HOME ADDRESS

E] F40E El AIR FORCE RESLRVE (1] ARMY RESERVE

ElNAVAL. RESERVE []MARINE CORPS RESERVE

*FURNISH INFORMATION TD: APPLICANT FOR POSITION OFT

* Commanding Officer. Personnel Division

Los Angeles Police Departmnent
* ~~150 No. Los Angeles Street SOAULO PLCN

Mailing Address: P.O. Do. 30158
Los Angeles, California 90030

TO BE COMPLETED BY RECORDS OFFICE

DATE oF ENTRY DRTE SEPARATED REASON FOR SEPARATION CHARACTER Of SERVICE

ROTE: if discharge other then "HONORABLE.- no further information is required.

DISCIPLINARY DATA IF ANY NONE E]I SEE REMARKS

SIGNIFICANT ILLNESS OR
INJURIES - IF ANY LJ NONE SEE REMARKS ~jJSEE ATTACHED DOCUMENTS
PSYCHIATRIC OBSERVATIONS AND -
TREATMENT -IF ANY El NONE U SEE REMARKS IJSEE ATTACHED DOCUMENTS
PHYSICAL CONDITION AT TIME l- .

*OF SEPARATION L.J REPORT OF SEPARATION PHYSICAL ATTACHED

*REMARKS:

El CN NE

RELEASING OTT 11F 

TLASD RO ISINTR

-- 7



POLICE APPLICANT RECORD

READ INSTRUCTIONS CAREFULLY: This information must be accurately reported because It will be used as a basis for a detailed
inves tiglation of your background. Answer all questins whichRapply to you (if additional space Is required use aupplemente I I

s4heet). All information *hall be typed or printed logIbly by aplcant. To aid you in obtaining correct addresses a directory ~ N A

servIce Is available at the Lot Angeles Public Library. 630 W. I th St. which covers major cities throughout the United States.
DATE CIV.SERE.APPLfCAI4 FILETVjPOSITI0N FILED FRn IL INEVEEDB D1

SMO N TH YEARe IIS MDL
Legal 1116:LAST F INR SPtIIDDLEIu."

RY WHAT OTHER NAMES HAVE YOUJ BENv~~ndfIOF O Or RN(4 TAtC OF BIRTH POORPIO5

PLACE Or oiRTIA City,Sutae or Counry)F (F NATURALIZED CITIZEN, L13trZTTv. si aCEvRTIICATE NO.]'DA~T NA IUA AL IZEW

REIENEADRS(1-eS ITF T IRESIDENCE PHONE WITH WHOM DO YOU LIVET jR ToNsHil

EMPLOYMENT ADDRESSiRNvbvr, 5tr-t,Clty,Z~p) BUSINESS PHONE-ERT. SOCIAL SECURITY NUMBER cn ~R

PRESENT MARITAL STuU L) SING FCITY& STATE PRESENT MARRIAGE PERFORMED DATE PRESENT MRIrE PERrORMED

MARRIED L)D EDco

PRESENT SPOUSE:
NAMEIF~rtt &W~ddlei 

1
MA.DEN NAME 0 TE AMSUE ADDRESS IF DIFFERENT THuN A80E

HAIR 1YE H I T G .t I TI FAT ! N"AME & ADDR ESS or EMPLO YER ( In clud e Nr m vIe , S tr e t, C t FS tate, Z ip )

PRIOR MARRIAGES: IF DIVORCE() OR ANNULLED, LIST PRIOR MARRIAGES IN oORE Or OCCURRNrCE.

4AM[ OF FOnRE SPOUSFILAst,FiT,iddle#I CITY &t STATE WHERE FORMER MARRIAGE WAS PERFORMED OATE 0! MARRIAGE

ADDRESS OF FRMER SPOUSE GROUNDS FR DIVORCE OR ANNULMENT RHO INSTITUTED SUIT?

TITLE AN LOAINY OR SUN IOCE OR ANNUkMENT FPI LE O MUTCILD SUPPORT DATE rINAL DIVORCE F ILED

CAREEUL.Y C OMPLEE TIlE FITILOvITG ON F oUR PERSONS OTHER1 THA1N1vLAIUES1on PAST EIMPLOYERS. RHO KNOR YOU WELL ENOUGH
REFERENCES: TO G IVE CURREN OR PAST INOR.ATION A8OU YOU. D Ir THE PESO, MPLn - IS OUTSID THEI STATE orCAL~IAF OMIT%."1

ALL INFORMA I T AAIF TH EMPLYR HE IROE 0! l 0 oH a T ATM"NllL Yu A PERSONIS LISTE SIIOULD RE WITHIN 10 YARS orF YOUFROW E.

*NA1M[iL2NE,F iNSt,Niddip MAILING ADDRESS CI TY STATE RESIDENCE PHONE

1 EIOHT RiTHIATETi A0 G7 w- OG

EMPLOYER'S NAME ANT APT!! SS CITY STIATE RWOAR HO-U R S -BLVISINTTS- PHON TIT T%

M m11dII)IAILIN, ADDRES1S1 CITY ST1ATIE RESPUINCE PHONE

NRHE(altF T,Ui 30e P MILING ______S _________ 51V~c ro

EMPL OERS NAME AND ADFRISS (IT, SAATC HORHUA Srt-piT r-

N Au!I Lu,, irs ,M iIRI Al IING AODRFS CITY STAT! HEsTLENCE PHONE

EMPLOYER' NAME ANYn ADROY! 5',TY STATF J RRFTIn RISNfss PIIoNE F ET

a AP 0.0.)(7ftiPERSONAL, MARITAL and REFERENCE INFORMATION *

%



FAMILY HISTORY Page 2
IAl 0f YOUR IIELATIgOES A.[ DEC(ASED INSERT THE DATE OF DEATH INA THE ADDRESS SPACE

FNAME 0F NAtURAL FATHER IAI 8sJIRtWdd. IADATE 1 .

E 14 II

M*IEEN NAIME OF NATURAL MOTIIER (La~t.f irt, 1dl..)

H AOc(UrSS (R15!.l C y, Stte,Zip) [I -~- -r~

II ~ ~ ~ I(Al F RR 1O(HIT:CNHST P APL A

NAME ( *t, 1 r Slt M I d I II .)A INS I ITD

ADDRE SS ho -1 Sll,, H )IAIR EFYES qE IGHT WIH

.ARE [IL? A I N I PR R H A E

'lAE 4,5,? 'l~RA*l[l 
LAI IONSHIP IINATE

A . 11 itM 1I[ LATIoNSHII' RIRIIIDATE

loms"IP A I R T ND AlE I

[ ILAIIONSHI 
A I DA T

r, nU Fs lAM-Fs I 'l 1? 2 AI l -P- INAIAT IRI~lLC WCit HEIHT W G

111 [ N I1EP ITi 1 4 IYI I SEP

u i -;-I-H u NAU I i S P AT P- -- CiT RA UJ S-ll'
[ IS TI t Io Iit 1,UTRi~o'r

*Fl I) ifA.i in OU SPRS

Y NAtURAt SlP NJlATUAI SlIP
LLI E041 P LJio O'11 I LTl TNER AUDOIIToS

I Ill,?I L1,M.1. AITIT' .C 1. 511.:I 'S1 1
r~~~1 1. 1I - ']RTO I i

UP ,S I DOPIl

Ft-AI S I I 14 I M . I I"y, kIINIA A'IIY-S111P' 60 IOUFITII ATI ONSI P 10 YOUR SPOUSE

[ J I A I L I A I I S lH l i l AI I R l I' 5 1 1
________ ____________ H lHTE U *D' I l PrJ ISE U ADOP1ED

111,1 ~ ~ ~ FAIL HiSTOR1Y)A IU I- II Iy II

I I iv- I f -4. -, 110 tT-[ O Y URS220I

-I.P *-: % P. * . .
-P L)
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FINANCIAL INFORMATION

FINANCIAL RESPONSIgILIT y: L ISALFNACR OR A I IOIIC ,ROuARE REPIRE IoV OU H4AVE No CURRE1ANT. DEBT. LIT
PAIOUP ACOUNTS RACA MAV R USE SO CRI REENE L IS REI CARDS. PAST ANDF RSET

1O 0B0OM OWED CIATfE INCURQEO OIRI'iINAL AMOUNT BALANCE O.PAYMENT%

AOoRESSf~oR.,T.TC~ st~t.l7;pI ACCOUNT NUMRER PURPOSE Or LOAN ORA -DEBT

NSRiI~,TRRIySAlip) OAIE INCURRED ORBNLAON ALANCE MO., PAYMENT

ADOPTES%(.beIR, stIre, kJ y, "t T,llip) ACCOUINT NIIMAER PURPOSE OF LOAN OR DfET

I0 -0.O -IRD '1AlE INIUPRFIT ORIGINAL AmOUNT BALANCE M.PAYMENT

r, fBRS 5 IT, t IppI, t y,I.. t I) A( LOUNI NIMMER PURPOSE OF LOAN OR DEBT

to IM . 00EV "~oIATE INk-URRED ORGNLAONTRL0EM. PAYMENT

ADVR1ss numRber, street, Ci y, $tat, ip) ACCOUNT NUMRER PURPOSE OF LOAN OR DEBT.-

to RITOM 0RED OTI INCURRED ORGNLAMUTYC"~ MENTA.

ADDRE SS %.beRI, stER a, C I t , Stat ip) ACCOUNT NIIMRtBl PURPOSE OF LOAN OR DEBT

TO WHTOM OWEO (Aft INCURRED IORIGINAL AMOUNT BAACfO PAYMENT

6.9ADDBECSSIBRB,ae stProll,CITy, StaIR, 1;p) ACCOUNT NUMBER PURPOSE OF LOAN4 On DEBT

IS .11UM UWEDO~tILREDJPINA AMOUNT BALANCEEN

AADISI~oIOI, TYBSITSII. /i) CCOUNT NUMBER PURPOSE Or' LOAN OR DEBT

PRESENT LJ RETIN:1G. "Ij IF 01SISI MOSVIARAN INDEBTEDNESS AND MONTHLY INOERTESINESS YII

RESIDENCE: 5 IVING IT II I TIS OR IRIINES F'AYMENIS (INCLUDING RENT)

VEHICLES AND VEHICLE INSURANCE:______________________________
TEAA.MABE,BOtY STALE h I ICENI HO OF 0114ITTI I ORNIE ANTI OR ERTOEN BY, YOU

NAME Of INSIIRIO1 - INAMFT A0lYR(SS 0F INSUROANCE CO OR (I At AGECY PO(LICY N4UMBER RMUS

VEAB.MARE RATIO STRLE 8 0 IIINSI 50 01 (RC I RNEAN1BAISEN By, lot,

NAME a, fNSI'RS' J HAl A1NI1'NS' OR TNSIIRANIF CO. OR I OrAL ACIN(Y POT ICO NUMBE PREMIUMS

*FINANCIAL HISTORY: Rifftw -RN I -, -TOTS ',I APPI O VI Il TAT PIIOT POIRING, *EFICT SITE WAS MAARRIED TO XVII.

J] IT U Nn I MAVI %001 1,P 510,Sl 00 1'SYII I A lIVD YCTIAF RAGES ETTAC"tIRO

*U If5 % _ N11 2 HTAVE '11,1 IIII VPIS 11I.I I OAC AIN__ A" AI ITO A SMALlk CLAIMS 00 OltIT COI011,T ACTIIONTI

f [IS INY .1 DO 11111 10 I~, , A I ,,Ic. HAlT RION IMMIIAI (I III ACIO-N I15 AGAINST SOOT

I Al 3NOl 4 NAVE 010 OI",SIISt 00EISt-oIST I~S INE A A NI SI INT'SfRFI AGAINST 'Oki?

I ~I H N J IF_ MAOt -1 -1' I ~-IOUSI 11 1 IF - S f-C I I I R4IIET01 11 IUAN-1 I' 1,00 StTIN (ITI ROTE V IA-IRUCt, -I_____

*J UO IT All -NU I AT F I RIN 'tl I. ElI I NGIINT IS (TIT1LE 1)l1-011 PAlIALNIS OAIITRSII sA IllS COURTS,

L)I IA Ils 5RAR1 IOU I It PTI RIUSI, A I IFIIATIMRLE lIAt TN4, OR OIlIER ITISIJRANCI PCl ICY?

Uj IF UNI N HAVE 1TA0 1 110 1A- A C I II. AIIIOMIIRII TTOF R I T 1A I NSIJR AHI(I PYL ICY TANCELLEST

5ORS Un IA MAr TOU IITO alIN REII,511 FI ATIST

i YES -0N 11. HVE_,n 1 000 R fT RN B1INOIST IA 110A1 A IF- O 10 AIISE-I

-o 12 .R iNO 1 IF r~ nP F I IlHE POI SIFIP .. BTMEIT 0 ,UAN, 1PAT[ ANA INCOME OTHER TORN YOUR P01 ICE SALAROT?

* ~ ~~~~~ BIt IE TSl ANIE TO SN GI Tl VRII ITFTI It II 10 O I (I IRTI &I INCLOSING SATIN ASSI LOCATIONS. ON TAR

FINMANICI AL INFORMATION page 3

j 221
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RESIDENCE HISTORY Page 4
* I - All knYRF SS At *11- -11.Y, IAVE tlItfY FOR tOT4 PAST 10 YEARS OR siNcF ACE 15. 00. NOT INCLUDE YOUR1 PRESENT ADDRESS. ACCOUNT

' FOR At LOF Til T IMF *I TA YOR MIST RT FN T rR IOR Ao(YRESF FIST. IFr A MII I TRY OF IFRAN, IN( LLOF TOfE NAME S OF At LBASES AT *HI CH

YOU ATIE STATIONFO AS RELL AS ANY OFF-FIAST RESIDENCES.

IN1. AND TEAR ADDRTSSR,, tNeC i fy N..E. .St, OrPl.-C I ty, St atP, Iip 10 RIA RIIM DI D YOU L IO ELAINII

2 10: -

*9

10'

rl
*EXPLANATIONS 10 QUESTIONS AT THE BOTTOM OF PAGE .3

RESIDENCF H *SOR

222.

i _________ __________ ________ _______ ________ ___________J-__



EMPLOYMENT HISTORY

L IST YOUR rOmPLTE
I 

*O
R K 

iIL T IRY I N RE VF R F ORDER, BEGINNING 0 RIt4 YO1R PRF PNT IAS T us. INCILUOEl ALL PART-TIME JOBS, PERIOOS
UN u k IT IMENT, AN MIL14AR, SERFVICF._

• L NO FIA" Y0 F, FP f( tI o I'll FmrLOY.FNT C'OMPEtNATIION1 1

i. YR.- - - - __ _

FR T OM M ., 
DO YOU OBJECT T OUR

T O T M O YR. L ALLIAPTIING n PUSR PORE- [L E-

000 ENE (11' 11 PRIOR
OFU 

EN TIME FMP tAAR, A F S. 
EOr 

A6TIES

IRS. MOO.s ] I U NO

FROM: MO. YR. NAME )f fMPLOIrRF4(
N

a
m

. of Co. or RusiTP.s} LOB TITlE REASON tOo LEAVING . l

FROM: MO. nR N.MI 'I EMP[ LOYR) Name of Co. or R:,j1O1. I -OR TI TIF REASON FOR LEAVING

TO: Mo. yA.

OA-L TIM M SALAR Any -t- oF tMPi OE~i, . ci ty. St at., NI) OFOIRIPTION OF 01IIITS

'tO. Mos.

FROM: MO. YR. NAT
F  

It EMLLIYT 4 R Itme of CO. or flnI$ .S..) )OR TITLE RTASON FOR LEAVING -

I & M MI ARE A LOTn~g SO I LM~T' OT o(NA., t.,(i ly, StAt., lip) ::EOcRlrtln IOT GE POT L

lOOM: MO. Y. NAMEl IE IMPLOT i ARIIR of Co. or Rosines) op TITIF RE ASON FOR LEAVTNG

TO: uO. YR

TO-TAl _TIM TM S ALA A n.:.:: Soo I I 1 0T R . STf . ,C tTS t 8te i) LFITCRIT'TLIOr OF V

FROM: MO. YR. N AM ,I ;IM,:oLT I RN . Of r- o ,, .in .. ) j)o I TL F RFASON FOR LFAVING

TOT . 0. . YR, I -

TOTAL TrIME FAP SAL A~y A oll r F Tg I 0,EO fL(No ., St., city, State, Z ip 'I ILCRtLr TI ON OF OU LEO

RO: . YR. N 1 , PtnI R Nam of 0. Ir n 1) 1n I l IILRASON FOR LEVING

I~~t TI { UP Sm an A'( . 1 f1111 I fR( No.,ST. C; ty lt , ip) pt C AI P I ION nlr I IIII E S. '

010 R. N - ML:, "TntR le of (I. O uFnetol IT liLI REASON FOR LEAVING

*1
AL TIME 1. SRAT A IMAI ILRFN . CT Ct, t t i I I C R I, IP I O N 0 F n,:L .--

RrM: . 1A.1 I. "M" I ,f f o R E S N T

S0: M O YR.7 TA
t

T
;

.F
4  

FU . SAL Al, A1li1-f '.1 "1r fMFt OIF Q( O. ,St.,C? I ,) ItP, ?;P/ (IF 1RI~r - IN or n"TITFS

IROMI MO. YR. N-IE 1-1 1 MPI OIRL 0*0. of CO. or E1,,I.n@$.) R TITLF REASON FOR LEAPING

tO: MO. YR.
TOTAL_ TIME IMP SA O AOL 0PT5 fI l Fr r-- R In O.. ST. ,Ci T. Slt. 1.ip I 0.SCRFIPTIOiN OF DOUTIFS

TO. , MO' 
. . - .

FROM: MO, vI. NAME II IMVI IIIIR ... oT 0 01 Stin, osI :00 tITLE REASON FOR LEAVING

TrTAL tIMe FM qA, A Or; ff O r:nITOlAI.,ST.,CLTy . ,i i ' ! oI '': Or Ir 1 , ItlS

r,1* M. SR. ,A: T. LO-- I T 1o ' I * or E ,OI- I "1" Ptlt RRSON FOR LEAVING

i t . I I I %I At,, lip I I r ,

, . . F .,I . . : 1L L A .. ,t"- - _ - _L : 1 .I -_11 1 ". 1' ;1 : " I,, . .ILA e -,, . _,1 
- 

'l . (

1, 1I fIA. 1 R A' TI~ II A ~I -1 .RI1. AN'-,i:l t A. 1F0 ,I, i,. I. R I. .. I I , IE1.:-,1 l . 1LE TILE I OLLO-LING:~T

AIU 01 o I ILMNT TI Alt IlL APII rLTL II .r11t1r1t.I I J I :7-N:10 DECLINING APPOINT ME NT

I

-_ _ _ _ - - -- .. . . __ _ __ _ _:___ _ __ _ ''

I Pe

. . . .... .. ... __ j..Io _ . . .. . .. .. .. .. .____

EMPLOYMENT HISTORY e
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MILITARY and EDUCATIONAL BACKGROUND Page6 -

SELECTIVE SERVICE:

[j ]r s HS [ " IAV E vO T I . [T A 'T E ' A T T I O H CE I, T I A I T fM E N T f R O M M I L T A R Y S E R V I C E T I f YE S , G I V E O A T TS A N O F U L L D T A I L S

t L AI T H , R, T I S P*r, T) N N TFCIETA S N TA NMBERT

ACTIVE MILITARY DUTY: - I~~~

dOS -As ni;, OF S trARATI ON FROM SERVkIE U
OiT.'~TL OS - W W TA - AP I,:-

IRFE NT AILITA STATUS ERESENI RESERVE RAN- U .

I A' IV I LI SACt-IT I U 1 n i ARGFl I jNnNE
- F - 11' - r'vf A ,Il~~ I I__] t- f ... f F .. .. . T .. .. . . .-T I ' I.: F S" E T F f-- - - - ,, , T F REDUCAIIONi . .. ..-__._

f IF T... A E ... Fr CT NIJI i ... . T I ....T. "f' ST T SR A S

rUC SCORES

ST ITN" S 1 - IRE TE U T S I T LS FT hU _TCH S-HOO . TRAE SCTOOL, PAT-TTIME SCHOOL, NIGHAIT SCHOOL. SER ICE SCHOOL, BUSINESS

NAME F Sr A OOL I C AT (TN C ; t I, & St .if A TTE ND ANC E O A TE S G R ADU A TED EG RE EV
FROM TO ,Es NO OR NO.I'S OF N(TS"

t s f -,i AA f I'T F -ArT PITT I1U T WI TS SCHOOL STU ItS OR TEACHERS? IF "YES EXPLAIN BELOW OR ON SUPPLEMENTAL SHEET

OTHER INFORMATION: LIST ALL RH. ANIZATiONS, CLUBS, AND SOCIAL GROUPS Of WHICH YOU ARE NOW, OR lAVE BEEN, A EMBER.

SUPPLEMENTAL INFORMATION:
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TRAFFIC CITATIONS AND ACCIDENITS:

.0 YES ,ON NAlA,10OU RT",ISF0 AN TRAFFrICCITATIONS,WITHIN lIE.PAST 3 YEARS) (Except Parkinlg I Equipment Violations)
FS L .PETF Iit FIL WINS Fr CH CITATION.,

YEAR CHARGE OR TPE OF VIOL.ATION ISSUING AGENCY PNALTY OR FINE NI

2. HAVE YOU EVER TIEFN INVOLVIl IN A TRATE IC ACCInENT AS A T11IRIFTI

PRIOR CONTACT WITH LAW ENFORCENT AGENCIES:

fl~sNO * FAST OU SERTIFF OSACT ;l.IR',11NERAC, GIJESTIONFI1, 1 OR OFAINETI F OR INVESLTIATION OR ARRES1TEO RYAS OLCE0

P ARENT OR OTEIFIR1 IIA DT FN IIFENT AGEN Y IEFIT HERA A JUVENIT.E, OR A N ADC;LT L .T AIL ONTAC TS IN0 AC',tIoNSI

~5 NO ~ El YO12 EVER IN-OI SF IN A 0ISCIPLINATY ACT ITN IN TIlE111. TIIARS SERVICET (ARTICLE 15, OFFICE HOUIRS, CAPTISMS

CORT MARPT IAL)I

If the answer to 2.3. or 4 above is Yes, write a detailed account of each incident below, beginning with most recent case.
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ARREST and MILITARY DISCIPLINE RECORD Page?7
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SUPPLEMENTAL SHEET Page -

P AG IDENTIFY EACH ITEM BY PAGE NUMBER AND TITLE OR TYPE OF ITE4 EXPLAINED.
NFJMRE

Al

F..-.

I.-

N\..-.

lil AILIJON4AF. $PAT F 0Ff1( L.At5 Af~fI1FLL1.1 OfAJYJ____--.----- -___________

I I I t -

p- A.

I A AWARE THAT ANY MISREPRESENTATIONS OR FALSIFICATIONS MADE IN CONNECTION WITH MY OBTAINING EMPILOYMENT WITH THE LOS

ANGELES POLICE DEPARTMENT WILL BE GROUJNDS FOR REJECTION OR DISMIISSAL.-

SIGNATURE OF APPLICANT

SUPPLEMENTAL SHEET
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F,,..01.12 1 (8-51) Los Angeles Police Department
te PERSONAL INQUIRY WAIVER

TO: ____-______APPLICANT'S PHOTO

I respectfully request anid authorize you to furnish the Los
* Angeles Police Department any and all information that you

may have concerning me, my work record, mty reputation, my
financial and credit status. Please include any and all

* medical. physical and mental records or reports Including
* all information of a confidential or privileged nature, and

photostats of same if requested. This information Is to be
used to assist the Department in determining my qualifi-

* cations and fitness for the position I ant seeking with the
Los Angeles Police Department.

I hereby release you, your organization or others from any
* liability or damage which may result from furnishing the Information requested above.

Applicant's Signature -______ _- - Date_________

NOTE: This form may be retained in your files. '
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i~~i .C-....

ANNEX 3

LOS ANGELES COUNTY SHERIFF'S DEPARTMENT

Interviewees: Lt. Mike J. McAndrews

Training Bureau
Los Angeles County Sheriff's Department

Lt. Jay Wickler
Training Bureau %M

.Los Angeles County Sheriff's Department

Lt. Lee A. Davenport
Pre-Employment Investigations
Personnel Bureau
Los Angeles County Sheriff's Department

Interviewer: Leaetta Hough

Date: 19 July 1984, 10:00 a.m.

Selection

At the time the application is completed, an initial screening occurs.
This screening is a check that the person is 21, has a high school diploma
or GED, and has a driver's license. At this time, the candidate is
scheduled to come in for the written exam. In 1983, 13,462 applied for
the deputy sheriff position. Of this group, 8,564 showed up for the
written exam. (A no-show at any time in the selection process is a
disqualifier.) The written exam measures reading skills, writing skills,
and reasoning ability. Last year, of the group who showed up for the
written exam, 64%, or 5508 people, passed the exam. Those who pass are
scheduled for a Physical Agility Test (PAT) which consists of running,
dragging a body, and simulating handcuffing a person (forcing two bars
together, requires 60 pounds force). A number of females are lost at
this point. As a result, some number of people who fail the PAT are

*- scheduled for remedial training. Those who pass the above hurdles are
scheduled for the oral interview.

* The oral interview determines one's ranking on the eligibility list.
% It is an evaluation of each candidate's overall fitness for the job,

motivation, and understanding of the job. Two deputies, who are random-
ly selected from the ranks of deputy or sergeant, sit on the board.
They choose three hypothetical questions from a set of six or seven.
They also go through the resume and past job experiences. The maximum
score is 100; passing is 70.

The next step in the selection process is the background investigatlon.
Included in this part of the process is the medical exam, the psychological
exam (if necessary), and the polygraph (if necessary). Each applicant
completes a fifteen-page questionnaire, called the pre-polygraph
questionnaire. There can be no omissions and no falsifications. If there
are, the person is disqualified. The threat of a polygraph is, apparently,
enough to cause many people to withdraw their application. The investi-
gator receives the file and checks the financial or credit history, school
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records, employment history, home life, criminal history, drug history %
(can't have used marijuana in the last year, can't have ever used hal-
lucinatory drugs), driving record (three tickets in one year is a dis-
qualifier), etc. The background investigation focuses primarily on
gathering information about the applicant's moral character, stability,
and responsibility. The investigator can request the applicant have a
psychological exam and/or a polygraph. The psychological exam consists
of an MMPI and an in-depth interview with a psychologist (an attempted
suicide is an automatic disqualifier). If a polygraph is done, they go
through everything.

The investigator writes up a summary of the findings from the background
investigation. The Captain of the Personnel Bureau makes the final
decision. As with the written exam and the physical, the background in-
vestigation is used only to select out.

The characteristics the Los Angeles Sheriff's Department is looking for
in deputy sheriffs are:

common sense,
maturity,
personality,
attitude,

" motivation,
- independent judgment,
- interpersonal skills,
writing ability, and

physical fitness.

Attachment 1 shows the 1983 hiring statistics for the Los Angeles
Sheriff's Department. .

Training

The academy is a combination junior college, boot camp. It is, in their
words, an "extremely structured situation." It consists of eighteen weeks
of training that includes physical fitness/exercise, role-playing, simula-
tions (such as death notification, search, pull-over and approach, officer
involved shootings), ride-alongs, combat training, training with arms,
officer survival safety, Spanish classes, deafness awareness classes, gay
awareness classes, cultural exchange, courtroom demeanor, etc. The
qualities they emphasize and look for in cadets and officers are attitude
(willing and hard worker), conduct, :notivation, self-discipline, team
work, physic'al fitness, and compassion. Of those people who do not complete
training, most are lost during the first eight weeks. They feel most are
lost for "attitude" reasons, i.e., the cadet is overwhel mod by the disci-
pline, doesn't want that kind of discipline, or is unwilling to make the air

sacr if ice.

They said they do not artificially Induce stress into the academy. There ,

is no intimidation, no attempt to "break a person." In fact, they try
to accommodate the cadets' needs. They are human relations oriented
and flexible In their approach to problems encountered during training.
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In addition to the training component, the academy is considered a part

of the screening process and is used to identify persons not fit for
police work. Such people were characterized as lacking maturity, common
sense, motivation, and the proper personality or attitude. The full range
of conduct and performance at the academy is evaluated, critiqued, and
discussed with each individual. They evaluate the officers by observing
their reactions in the role playing exercises and simulations. Examples

of cadet actions that are unacceptable are: a) the person won't defend
him or herself, b) he or she overuses a weapon (i.e., has a gun drawn in
inappropriate situations, c) is a bully or, d) freezes. The cadets also
evaluate each other - peer evaluations. These are not used to eliminate
people, but if negative information from peers corroborates the staff's
opinion, they will use the information to remove the person from the
training program. Peer evaluations are done twice, at six and twelve %

weeks into training.

Late in the training program, they have a family orientation night.
Family members meet the staff, talk to the platoon leader one-on-one,
and learn about what the job of a sheriff's deputy is all about. When
the eighteen weeks of training are complete, they have a celebration which
includes spouses.

Additional training that occurs later in an officer's career is called " -

Officer Advanced Training (OAT).

Monitoring

Reasons for failure on the job are misconduct and poor judgment.

Formal performance evaluation is done once per year. They use the
standard county performance form that is used for most county employees. ..-

After the performance discussion with the supervisor, the officer reads
and signs the form.

They do not do urine analyses except as part of the medical exam.

If an officer is in possession of marijuana, they can not fire the
person. They said that, in California, possession of marijuana is less
of a crime than drunken driving, and they can't fire for drunken driving
either. They can fire someone if he or she is convicted of a felony. If
the person is in possession of heroin or coke, the person is fired.

Misceliine(1s Information and Comments

There are 6,000 sworn officers.
Once officers complete training, their first aossignuniL is guard
duty at jail. That assignment used to be for three to four years;
now it's one to two years. Most officers dislike this assignment
and attrition was a problem. They said most of the officers are
action-oriented, adventurous types and they dislike guard duty.
The training department has initiated a training program for these
people to help their morale. The training is characterized as
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high profile, active, adventure type skill training. It includes
such things as pull-over and approach, search, officer-involved
shootings, etc. They have reduced the turnover by addressing -
the interests of these people. They think this sort of inter- MV
vention may be helpful in any situation that incumbents feel is .>- -

monotonous or if they feel side-lined.
About 1% of the force, perhaps 60-100 people, are a part of SWAT.
It is "an assignment unto itself," the officers do a lot of train- -.

ing, and are involved in saturation patrol, special needs, dig-
nitary protection, and crisis situations. In this position, the
department wants a person who is highly disciplined and in excel-
lent physical condition.

*"Perhaps 30% of the officers have BA degrees.
• The sheriff's department says they are looking for the same kind
of people as police departments do. In fact, the Los Angeles
Sheriff's Department trains many police officers from around the
country.

* They feel that the realistic job previews they now do describ-
ing the training, the custody assignment, and the black-and-
white patrol assignment, has had a positive impact on reducing
turnover.
They feel that writing is a very important skill, even more im-
portant when an officer has custody duty, yet many of the officers ..

can not write well enough to do the job. They feel entry standards
for writing ability should be raised.
When asked about any problems they might have with the Freedom of
Information Act and the Privacy Act, they said those Acts did not
apply to them. They said the sorts of constraints that private
employers are under do not apply to police departments. They also
said they have applicants sign waivers to ensure that the Los
Angeles Sheriff's Department is not liable.
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Interviewee: Geraldine Burns
Psychologist - .

Psychological -Services " ,

Interviewer: Leaetta M. Hough

Date: 19 July 1984, 3:00 p.m.

This is the office to which Los Angeles County Sheriff's Department

candidates come if they are "ify". That is, if the background investiga-
tion is uncertain about them, the investigator recommends a psychological
evaluation. These candidates tend to be tight and overcontrolled. They
see the world in black and white terms, good versus evil. They tend ",e
to over-react.

This office's main function, however, is to provide counseling on a
confidential basis to the Sheriff's Department personnel and their
families. Over half the force has used the services of this unit.
To increase the confidentiality of this service, this unit is physically
several blocks away from any other Sheriff's Department offices or
facilities.

The primary reason people come here is for relationship problems. Some
are job-related; they forget how to relate to people other than in an
authoritarian manner. Some shifts (e.g., the graveyard) are especially
disruptive to family life. She also said that working twelve to fourteen

• hour days in order to get the paperwork done, then going to court the
next day, is very tiring and hard on one's family and personal life.

When asked about the stressful aspects of the deputy sheriff job, Dr.

Burns said the most stressful time is when the trainee is at the station

and the training officer has total power over him. Some of these
training officers are old-fashioned and overly conservative. She
alluded, but did not directly say, that these were men who were not

particularly happy to have women on the force. Dr. Burns did say
that the women on the force are probably a cut above the men, that they
have to put up with hazing, that they have to prove they are competent.
Many of the men assume the women are not competent. She said the women
need more fortitude than men to make it in the deputy sheriff job. N-'"

Dr. Burns did not feel that the custody assignment was particularly
stressful. At least, the people who come to see her are not here for
that reason. She said that assignment has regular working hours, is -"

structured, and unaqmbiguous; it's clear what you have to do. (It seems
to me that people do not go to counselors or psychologists because
they are bored; people generally know how to handle that. In this sense,
Dr. Burns is probably right. The custody assignment is not that stress-
ful. It may, however, be an important determinant in turnover.)
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1983~~ Hiin Statistic

Persons ~ ~ 98 Hirase rttneainatin tic l

agiitytetn Dorpuiteriff TraneeOnl

Persons who appl ied fo5euyShrf0.0%
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APPLICATION

Persons who APPLIED for Deputy Sheriff 13,462 100% ~ .~.

Males 10,707 80%

Females 2,755 20%

(Recruitment total results)4

WRITTEN EXAMINATION .

Persons who FAILED TO SHOW UP for written
examination 4,898 36%

Males 3,720 76%

UFemales 1,178 24%C

(Recruitment failure to keep interest or misdirected efforts)

Persons who TOOK written examination 8,564 64%

Males 6,987 82%

Females 1,577 18%

(Recruitment success)

Persons who PASSED the written examination 5,508 64%

Males 4,629 84%

Females 879 16%

(Difficulty of examination)
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WRITTEN EXAMINATION.(CONTINUED)

Percentage from APPLICATION TO PASSING5,041
written examination. Totalpasn5,041

Males 4,629 43%

Females 879 32%

(Recruitment marketing effort)

Percentage who PASSED written examination BY SEX

Males 4,629 66%

Females 879 56%

(Difficulty of examination by sex)
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* PHYSICAL AGILITY TEST

Persons SCHEDULED to take the physicalIagility test 7,540 100%

Males 5,610 74%

Females 1,930 26%

Persons who FAILED TO SHOW UP for P.A.T. 665 9%

Males 368 55%

NFema les 297 45%

(Keeping interest and scheduling)

Persons who TOOK P.A.T. 6,875 91%

Male 5,242 76%

Females 1,633 24%

(Success in keeping interest)

Persons who PASSED the P.A.T. 4,315 63%

Males 3,988 92%

UFemales 327 8%

(Difficulty of test)

'2 Persons who failed and were scheduled for
REMEDIAL TRAINING 1,114 16%

Males 551 49%

Femal1es 563 51%

(Persons not: pr-epared for P. A.T. )
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PHYSICAL AGILITY TEST (CONTINUED)

Persons who FAILED the P.A.T. 1,444 21%

Males 703 49% I 1

Females 741 51%

(Persons not in physical condition to be a Deputy Sheriff)

* Percentages from SCHEDULED for P.A.T.
TO PASSING P.A.T. 4,315 57%

Males 3,988 71%

Females 327 17%

* (Overall interest and success rate)

* Percentage who T[OOK AND PASSED P.A.T. by SEX

Males 76%

Females 20%

(Difficulty by sex) .

* Percentage who failed were scheduled for
REMEDIAL TRAINING BY SEX

Males 11%

Females 35%

Percentage who FAILED P.A.T. BY SEX

Kiles 137%

Fcm'- I is45%
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ORAL EXAMINATION

Persons SCHEDULED to take Oral Interview 4,594 100%

Males 4,265 93%

Females 329 7%

Persons who FAILED TO SHOW UP for
Oral Interview 176 4%

Males 167 95%

Females 9 5%

(Keeping interest and scheduling)

Persons who TOOK Oral Interview 4,/418 96%

Males 4,098 93%

Females 320 7%

(Success in keeping interest)

Persons who PASSED the Oral Interview 3,224 73%

Males 2,961 92%

Females 263 8% Z

(Difficulty of examination)

Percentage from SCHEDULED for Oral Interview
TO PASSING Oral Interview 3,224 70%

Males 2,961 69%

FCna T7eIs 261 80%

(Over-all rniterce;t 'an)d succes!; rlte,)

Pcrcentage who PASSED Oral hitetrview
BY SEX

Males 727/

Females 82%

(1ifficulty by sex)
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BACKGROUND INVESTIGATION 6

Persons Entering Backgrounds 3,224

Persons who Failed to appear during process 33 (1.0%) 3,191

Persons who Signed Off at Pre-Flygraph 547 (17.0%) 2,644

(weakness of oral examination)

Persons who Failed medical 155 (4.8%) 2,489

Persons who Failed psychological 267 (8.3%) 2,221

Persons who were Withheld 252 (7.7%) 1,969

Persons who were Signed 0ff 1,272 (39.5%)

Persons Hired (21.7%) 697
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ANNEX 4

WASHINGTON DC METROPOLITAN TRANSIT AUTHORITY

Interviewee: Inspector Burton Morrow
Metro Transit Police
Washington Metropolitan Area Transit Authority

Interviewer: Hough "

Date: 5 June 1984

Select ion
t. " " " . ,

The selection system for both regular and special police
officers consists of six basic steps. They are:

1. Application form - (Attachment 1 is the application
form--T Approxlmately 2500 people apply each year,
though Morrow was unsure of this number. The personnel
department screens the application forms and forwards
those applications that meet the following require
ments:

(a) the applicant must have a high school
diploma;

(b) the applicant must have a driver's license;
and

(c) the application must be completed entirely- - -"-'-

and roper lX. That is, all questions must
be answered completely and there can't be
very many spelling errors. Captain Leacock
then examines the forms to screen out persons
with criminal records or other obviously
disqualifying characteristics. About half
of the applicants are screened out at this
stage.

2. Ps cholo ical testin& - The Personal Selection Inven-
tory- P(IY developed by London House is administered.
(As an introductory set to the selection process, the
applicants are informed that if, at any time during
the selpction process, they are not truthful, they will
be di ;palified from further co nsideration.) The PSI
m e a r- foi ,r char 'ictoristics : (a ) honesty (vs . such
d i h ,'t ,,.r v a r aI ing,); (b ) n o n -v iol e n ce; (c ) n o n -u s e
o r t ,t- 0 ui ;o o f d r ,,g ; a n d ( d ) a t e s t -t a k i n g s e t . (M y
reading 'I t bh it-m!; indicates it is an Unlikely Vir- W ..
tue :;ort of rcale, i.e., the scale detects persons
who are en d,-rsing unre;ul istically virtuous statements.)
Metro accepts only those persons who have responded
"honestly" to the items, i.e., receive a score greater
than 10 on the test-taking scale and scored 70 or
above on the honesty scale, 75 or above on the non-
violencep scale, and 70 or above on the non-drug use
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scale. (These are on scales of 100. People scoring
at or above the cut-offs are labelled "low risk".)
Generally, approximately 50% of the applicants who.r'
complete the PSI surpass these minimum scores.
Recently, 88 candidates completed the PSI and 33
passed. Presumably, London House has normative data, -
reliability evidence, and validity evidence for this
instrument.) According to Chief MacLean, the PSI
doesn't tell them who will be the good officers,
instead it allows them to screen out those persons
who are likely to be dishonest, violent, and substance
users/abusers. (The PSI is included as Attachment 2.)

3. Interview - A three-person panel, generally consisting
of a captain, a female, and a black, interview each
candidate for approximately 30 minutes. (Attachment 3
is the set of interview questions and rating form.)
An applicant must score 90 on a 100-point scale to
move on to the next phase. This is a subjective over-
all evaluation. Just prior to the interview the appli-
cant is given a question to which he or she must pre-
pare a written response. After the interview, the
interviewers review the short essay to evaluate the
applicant's writing style. (Attachment 4 is the essay
questions.) This evaluation is part of their overall
evaluation of the candidate.

-. Personal history form - rwo detectives in internal
affairs conduct the background investigation. They
check WALE (Washington Area Law Enforcement) and NCIC '
(the FBI's National Crime Information Center) for evi-
dence of a criminal record. Anyone with a criminal
record is eliminated. They verify that the high school
certificate is valid (a certified high school diploma
is required), verify the accuracy of the birth certifi-
cate, and also verify the college degree and/or trans-
cript. They also do a neighborhood check to get face-
to-face evaluation by neighbors. They also check
childhood schools, credit rating, employers, refer-
ences, and friends. A poor employment history is a
knock-out factor. Throughoit the selection proces,";
the app] icants arc tol d thait any dishonesty in respon,0e"
to any question wi rc:u] t in disqual ificottion. if,
in thi background inve:;titation, they discover an in-
consiistency between whnt the individual said or indi-
cated on a form and what the detectives find, the
applicant is disqualified. The detective writes up
a narrative of what he/she finds and places it in the
applicant's folder. The folder is a complete register
of the entire selection process. Detectives then sum-
marize the background findings. If they see anything
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out of the ordinary, they refer it to the captain for
review. Approximately half of the applicants are
screened out on the basis of the background investi-
gation.

6. Medical/Physical Exam - The physical is done concurrent
with the background investigation. There is a height
and weight requirement. Eyes must be correctable to
20/30. Uncorrected eyesight can be no worse than 20/50 -in the better eye, 20/60 in the poorer eye, and 20/50
20/30 Uncrreteteysigteanre o-wrsethn2/5
together.

All of this information is kept in the applicant's file
and those who have survived all six steps are reviewed by
the Assistant Chief who makes the final decision. Approxi-
mately 20 people are hired each year, six or seven from
turnover, the remaining are hired because the Metro is ex-
panding each year and new positions are created.

Monitoring

Newly hired people for the "regular" police position are
scheduled for training at the Police Academy in Northern
Virginia.

The FBI has recently instituted a trigger-pull test because
so many women were failing to qualify in arms. Everyone
is required to pull the trigger a minimum of 40 times in
a specified period of time before beginning training.
During the 13-week course, officers are trained in police
work and given knowledge and skill tests, which they must -
pass. Currently about 5%, maybe one per year, of the Metro , V
trainees do not pass the training. Ptior to the current
selection system, they lost 25-30%, about 8 out of 30.

On-the-job monitoring is in two basic forms: suipervisory
awareness and an annual physical. Supervisors observe their
subordinates for any difference in their conduct and/or
appearance. The Watch Commander inspects everyone. During
inspections, he is aware of each officer's eyes, breath,
and whether or not the orders are understood. The depart-
ment is cspecially fensitive about alcohol or drug use.
If an officer is su.3pected of having used such substances,
a urine analysis is (lone. If the person re fusc-, the test,
he or she is terminated. If there is any trace of drugs
(other than a doctor's prescription or cold medicine) the
sample is sent to Carolina for a detailed analysis. If
there is evidence of drugs (the criterion for marijuana 7t
is over 10) the individual is terminated. Morrow says this
is a strict policy and consequently drug use/abuse is non-
existent. (See Attachment 5 for a copy of this policy.)
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After an accident, the officer involved undergoes a post-
1% incident exam which includes a urine analysis and a breath-
%alyzer, to ensure that drugs were not a factor. Also, all

citizen complaints are investigated. If there are several
complaints about a person, it suggests there is some kind
of problem. If an officer is having problems related to
his/her job performance, the supervisor can discuss it with ..0

the officer on-the-spot, schedule an interview/consultation
with the officer. If drugs are suspected and confirmed,
the individual is terminated. An interview/consultation
gets recorded in the individual's personnel folder. Some-
times the solution is to reassign the individual -- perhaps
an assignment with greater supervision, perhaps an assign-
ment from mobile patrol to train station. If a person is
not performing well, the department can deny a step-
increase, and if the person hasn't improved in 90 days,
they may consider terminating the officer. If disciplinary
action is taken and the individual involved is a supervisor,
the person can appeal the action. An appeals board handles
such situations. If the individual is an officer, the union
contract is relevant. In that case, a grievance procedure
is followed.

Each year, each officer is scheduled for a physical. These
. are announced one or two days prior to the actual exam so-

the individual cannot cleanse his or her body of drugs.
Part of the exam is a urine analysis. Another part of
the exam is a check on the person's weight. If the person
is overweight, he or she has a certain period of time to
lose the weight. :
Promotion .- '

Promotion is based on a written exam, board review, and
performance evaluations. They are weighted 60%, 30%, 10%
respectively.

The test is developed by someone in the department. It

consists of technical knowledge questions of Virginia and
Maryland laws. They use questions with verbatim answers
so that there is no subjectivity to what the correct answer
is. It is in True/False format. After the test is scored,
the applic,-nts can review the ten-t and their ans wers. if
they disagree with any of the atswers, they can appeal to
the appeal board. The board reviews their reasons and
decides if they should be given credit. If the person re-
ceives a 70 on the test they qualify for the interview.
(Attachment 6 is a copy of the board evaluation form.)
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The board consists of three members, similar to the selec-
tion interview board. The job performance evaluations are
done yearly and are on a scale of 100. (Attachment 7 is
a copy of the performance appraisal form.) Morrow said owl
he feels that the performance evaluations are essentially
all the same (i.e., there is little variance in them and
as a result, the weighting system is probably not what they
think. In fact, the weighting system is undoubtedly not
what they think, in that scores are not converted to
standard scores.)

Comments (Morrow's)

Morrow said he would like the polygraph added to the
selection system.

The department has considered having someone else write
the promotional exam.

Prior to the current selection system, (i.e., the PSI),
they got many "rabble rousers". Now, the force is
more tame.

Morrow would like to screen out persons who tend to . "
be "complainers"; they cause lots of extra paperwork--
grievance upon grievance.

Perhaps persons who are accident-prone, careless people
could be screened out.

Morrow feels comfortable with the current selection
procedure. He says that management likes it and that
the union doesn't have anything to say about the selec-
tion procedure. He also said that the people who sur-
vive the screening feel proud to have made it, that
the extensive selection process is a morale booster.
The urine analysis is not perceived as an invasion
of privacy.

Other information

L The total number of "regu]ar" c.fficers is P55, of whi ch-.

36 are supet visory (See At ta,:hmont 8)

The iota] number of "special" off icer5 is 67, of which
lh are supervisory.

The screening requirements are the same for regular
and special officers. Starting salary for regular
officers is about $19,000/year, special officers about .

$13,000. The regular -,fficer pay is the mean of the
five top paying departments in the area. It is struc-
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tured this way so that the Metro Police do not drain
off officers from other departments.

Training for regular officers lasts about 13 weeks, 'special officers (which are like property guards) about

5 days.

Turnover for regular officers is about 3% per year,
6 or 7 people. Prior to current selection strategy,
it was about 8%.

Turnover for specia officers is quite a bit higher.

The job is seen as a stepping-stone to other positions

within the Metropolitan Area Transit Authority.

New hires are required to sign a two-year contract

with Metro. If someone leaves sooner, they have to

pay for part of their training. If, however, Metro

disqualifies or dismisses an officer, the officer does

not need to reimburse the department for training.
According to Morrow, when a person graduates from the

Academy, they are qualified to be an officer anywhere,

and this is why Metro has the two-year contract. The

officers attend the Police Academy in Northern Virginia
and, according to Symonds, this does not qualify a
person to be an officer anywhere in the country.

Morrow said the chief has an open door policy, that
the department has a human and supportive approach
to management.

The regular officers are: ~

68% white 10% female

31% black 90% male

1% Hispanic

The entire staff including special officers and cleri-
cal are:

59% whit.e 16% female

39% bI ark 84% ma]p
2% Ifi spanic -

Morrow said, of the regular officers, about. 00% have

a four-year degree in law enforcement, 70'o have a four-

year degree in something, and several people have MAs

in law enforcement.
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London House provides the department with a quarterly
report (they maintain a data bank) which contains norms
and documentation about fairness and adverse impact
of the PSI.

The sequence of status designations is:

applicant
trainee
probationary status -'

off icer

The union has no input into the selection process
because it is all done prior Go a person's becoming
a part of the union.

When people call wanting to challenge the PSI, they
are referred to London House. Apparently, no one has
followed-up and called London House.

London House stands behind the PSI and apparently will
defend it in court.

-,D.C. does not allow the polygraph.

SA if
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Washington Metropolitan Area Transit Authority
Administrative Offices: 600 Fifth Street, N.W., Washington. D.C. 20001 - (202) 637-1070

mietro Wash./Md./Va. Busi Rail Operations/Maintenance: 2250 26th St., N.E., Washington, D.C. 20018 - (202) 635-6700

Employment Application ,. - .
Please type or prin all answers in ink. .

Personal Data
POSITION(S) APPLYING FOR: ...-

1 Name _ Social Security No. / / _"__:

2 Address

3 Phone Home Office: ... . .... ."

4 Date of Birth J/ / f-rn .. c 5) (5, 5 0,5 re .' (SCV ,,, ed III, r' S.".'' .''oc.e
Sea, frrr.Sq( .rd , Or voh ea,,ile d ,P ,e -Fn exsrs

5' .5- . ,.

5 Are you a United States Citizen? 0 . es 01 No ,RPe rr( !I- I, .'...... etycf,,emlre 5,, ,,c ,,eiye,,bonero,,onsa ,

Indicate the country of which you are a citizen ....... Type of Visa

Epiration Date of Visa Alien Registration Number . Date Issued

6 Education and Training
Circle Highest Grade of School Completed seven or less 8 9 10 11 12 College: 1 2 3 4 5 6 7 8 .2-.

Did you graduate from High School? Ui Yes r No Year ""

Hiqh School Equivalency Test Date Passed. . . State Awarded: -..& -. ,

Type of Dates Attended _.__

Diploma or From To
Type of School School Name. City and State Degree Major Field Grade

Awarded Average Month Year Month Year

i LI,I5,qh hrhooI

I 
1

, 1'' A.r'r.m

I.- Ou lI ltl
I, od

-specs-l Qulificllations {r i rr et , h.,'ro,,,l< 0l i-/irr ,~llli ,,src-- Sri r I r 'lt Sli 1(dsirel~( ~ C ~ ~, srr 3 I'.!('

oroiqr, Lariquaoe(s) Spokeni or "psad

(lishrrr~il iuIchir Skills Tv irlq W P 1 1 -uhlhirid W P M (11h. r

24#9
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-- 7

7 Employment History
In the space provided below. give your emrploymrenit history, beginning with your piesent or most

rvceI emiploye'r ai 1( list atl positions hield, irwcn ding iilitary par -timi e, sunifynor and arny pti ods oft unerrptoynt
AN EXPLANATION OF ANY PERIOD OF UNEMPLOYMENT MUST BE INCLUDED UNDER ITEM NO. 17 ON PAGE 4.

Imoespace is required. please attach amt additional sheet utilizing the same formal ~N

Phn ubrSalary Beginning .- Per Year
Present Salary ... P er Year

Reasonts) you left or would like to leave

SBrietly describe the nature arnd duties Of t orpositron

From. I To ..

1)Naie oft Emrployer PrYa

Phone Number -- Salary Beginning Pe Yea

Final Salary Per Year .-

*Job Title
L Narrn & Title of Supervisor

Fleasonlst tor teaving
Brietly describe the nature and duties Ot Your position:W

From To

cName not Employer--
Address -

Phone Number - -Salary Beginning -Per Year
Final Salary.- - Per Year

Job Title--
Namie & Title of Supervisor--
Reoason(s) for leaving

* Briefly describe the nature and duities Ot Your position.

From I . .To ~ l

d Name oft Employer . ~- - -

*Phone Number . -Salary fleguirming . er Year
Final Salary: .Per Year

*Job Tull
rJaine & Title Of SuIpervisor
l1,,aqon(sl tr lpaying
Briefly describe the nature and tieS Ot Your pOrSitin

An Equal Opportunity Employer
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Page 3

8 Military Service

Have VOu) ever served in the U S re Forces 0 Yes 0No Present SlcieService -lsiiain %__

Brnho Service: W
AcieDt:From to .

Rank iupon spparation/dischargee yo prety a member of the active reserves? C3 Yes 0 No

9 Ref erences
* Lst three persons who are not related to YOU by blood or marriage who have not already been listed in item no. 7 who can
* comment on your education and,,or work experience.

* Full Name IComplete Home Address Occupation Oflt Phone

Home

Office
Homne -

Offtice
Home: -

10 Dismissals and/or Forced Resignations. Have you ever been dismissed from any position? --. Have you ever been
forced to resign from any position? (If answerris "Yes" to either or both of these quest ions, give complete det ails
uindetr item no. 17.)

11, Criminal, Traffic and/or Civil Court Record: Have you ever been convicted of an offense in an adult court? - (If

answer is "Yes-, please explain in item no. 17.) A conviction will not automatically exclude you from employment
consideration.

12 Your application may be reviewed for any position for which you may be qualified. Please indicate the minimum salary you
would accept: $ - ~per year.

* 13 Have you ever been an applicant or enrployee of the Washington Metropolitan Area Transit Authority or of the former area bus
companies? 0 Yes 0 No
o Application date: . - Position--------.- . Disposition:----------__

O Employee dates of employment --. -Position: - . . . . . __ __

14 Do yoi i h ave any relativf- woi k ing flort ticWast i ington M'Aet ,r'Iiltai nA~ tranit Authority" ' (fasors"e"

plrCr awea nafret's)., Ielo too uis fript's an~d posioii lt i.s) ini iferr, io. 1 7

* 1'. Plr';rT- JIndiCate 5(itii'0 (ron w ic yo)u (~C o~f O (ti 7j'' 'Sit

163 ItS you priviloqr, to olw'r;atn 1 motor vehiclte vf-i bernd'oniot siislp'intord oriervikid'. (If nmswer Is "'Yes", gWR~
c.' vpuor details uinder fpm No 17 Any applicirit who ';;ipplyinq for it position whose inoto ruspowoht inivolves operatinlg

a mnoto-r vehicle lbus opi'iator irtmeeiyer. etc must lI all tine~pir'r1 licenSis and p~irmols

State Licenrse Nuimber Type fCla~s. Chawfuiten. edr )Expiration Date

An Equal Opportunity Employer
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V 7- 7

17 Space for detailed answers to other questions Pg

I Item No. WRITE IN LEFT COLUMN NUMBER TO WHICH ANSWERS APPLY.

(if more space is required, please attach an additionat sheet utilizing the same format.)

-WWI

Geea Informatio

-i~i(II~tta p irt,(l,, wiin it)t ahigonM liioltn te lani A tort m s m e teeq iete ts fth7ostonicldn

Wec thirank yponu o makn aipticainfrepomn with the Washington Metropolitan Area T ransit Authority.rutme h eurmns ftepsto nldn

th rijp ~i .itsmpletio u ay orail wI ti radr pors l md c entondl confidentia ine t hio form ubisn ofs an ouentsrl a that nomaio b eee
prve d'r vtreAoiyIs rrt' r th.. Iter a ndpli an ht hen conided for s at postio thate raeuiroe falpeidi misedical eaminaton itmh

rfoil ho riialr I,,t"fo ca.s V wi'l I- ,d( fntheu iWtTi uoarr arype idis onsieredlia th ea sTae st th rt lc In prssAMtigti pliain ~
tjil*~ ~ n We~i ithn you, for rI ma fn aplt-Vion frepometwt heWsigon Metropolitan Area Transit Authority.il otbereure

Date Signedt

An Equl Opportunity Employer
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Washington Metropolitan Area Transit Authority
Affirmative Action Compliance Data

POSITION(S) APPLYING FOR:
Pleaso complete the following to assist uts in the collection of statistics requiired by our Alfirmative Action Plan and in complying with the i

U S Equal Employment Opportunity Commission ieporling requirements (responses to these qutSlions are voluntary)

1 1. EEO Race Category:

0 White. not of Hispanic Oigqi A person having origins 0 Asian ot Pacific Islander. A person having origins in any of the

in any of the original peoples of Europe. North Africa. or original peoples of the Far East. Southeast Asia. the Indian
* the Middle East. Subcontinent. oi the Pacific Islands This area includes, for

example. China, Japan. Korea. the Philippine Islands. or
y Black, not of Hispanic Origin: A person having origins in Samoa.

ac American Indian or Alaskan Native. A person having origins in

0 Hispanic: A person of Mexican. PuIerto Ri an. Cuban, any of the original peoples of North America. and who
Central or South American, or other Spanish cultire or origin, maintain cultural idfentification through tribal affiliation or
regardless of race. community recognition.

2. Sex: 0 Male ] Female

3. The Transit Authority coniplies with Section 504 of the Rehabilitation Act 0f11973 which prohibits discrimination against qualified;
handicapped persons As part of our compliance effort we are giving all applicants and employees the opportunity to respond to
this "Voluntary Self-Identification"

The information you provide will be used as part of the Authority's voluntary efforts to improve employment opportunities for

qualified handicapped persons and help to ensure nondiscrimination in our employment policies and practices
Responding to this invitation is VOLUNTARY Even if you have a handicap that is apparent to others, you are under no obligation to
participate in this self-identification, and failure to do so will not result in any adverse action against you

* Your response wilt be kept confidential and wilt NOT become a part of your regular personnel file. However, if your handicap
requires a reasonable accommodation, or might necessitate emergency medical treatment, we will provide relevant information

about your handicap to your supervisor and/or our safety personnel In addition, government officials who are investigating the
Authority s compliance will Section 504 will have access to this information.

Do you have any handicap or health problem which should be taken into consideration in determining job placement or which
could possibly affect your loh pet formance?

0 Yes 0 No If yes. please describe the handicap or health problem

.. ,.,.

,.--.

W,
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tSTRO TRAJISIT PCLICE
APPLICANT INTERVIEW BOARD

NAHE t POSITION, ,.___.-__ __

Put a check mark opposite each of the traits indicated below to show rating of the indi-
vidual. Consider his potential value to the Metro Transit Police.

creates good first [- unimpressive very negative firstat-s goo firsy neatv £lw

_ impression I mpression[adequate..:i::::

very well-mAnnered aeutpoorly mannered

Saverage
S expressive and attractive f] objectionable mannerism

mannerisms and gestures ED few mannerisms I! and gestures P

2-7 pleasant, non-irritating f- pleasant voice, but El rasping, irritation voic.
voice not outstanding

(- poor choice of words
excellent use of satisfactory use of and expressions
English English

mumbles, stutters or

good diction, well- U adequately good dic- talks too fast
modulate voice tio and modulation EJ has difficuly in comp-
easily comprehends long questions have hending questions
questions asked him to be explained very evasive or hesitan t  ..,

answers clearly and answers clearly, but r about answering hesit
concisely with too much detail

El overly reserved and
well-poised and self- somewhat timid and ill at ease
confident L1 self-conscious

Sunduly interested In
enthusiastic about the indifferent attitude L.J salary and personal
work of Police benefits of Job

os e somewhat aggressive
modest and sincere 1 opinionated and boast

somewhat immature
emotionally stable questonale ablity emotionally unstable

seems adaFtable, with unsatisfactory general

CD good background adequate interest in i record and background
things around him

wide scope of interests narrow personal interest
4.* ~ .fails to tak.e any Feriona-l

blame for past troubles has a tendency to beLUJ intolerant of others

El Not Recamended Reason for rejection: ""_.".

Recoumended Hesitantly

Recommended _ _ _ _ _ _ _-

C- Reconmmended Enthusiastically

Date Member of Interview Board

25 -.
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A

APPLICANT INTERVIEW QUESTIONS

1. What is your reason for selecting a law enforcement career?
-4

2. What is your marital status (divorced, separated, support for %

children, debts and future plans for marriage)?

, J. . '

3. If you are married, what is your wife's feeling or attitude -'

concerning your employment in law enforcement?

4. What is your ultimate goal or objective as it pertains to a

law enforcement career?

5. What education are you currently pursuing? Is it law enforcement

related?

p..- -.

6. What are your interests and hobbies?

7. Have you ever applied for a police position with other law
enforcement agencies? If so, what agencies? What is the status
of your application?

8. Do you have any medical or other problems which would preclude '-'
you from meeting police grooming standards to include shaving
or do you have any allergies?

9. Do you have any religious scruples against the use of weapons
to take a life in the line of duty?

10. Have you ever or do you currently take any drugs; use narcotics;
drink alcohol? If so, how much?

1I. Have you ever had any conflicts with the law to include minor

256
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Page 2

traffic violations?

12. If you were in the military, did you ever receive any disciplinary
action to include punishment under Article 15 of the Uniform Code %

of Military Justice? 
e

%"

13. How do you spend your free time (weekends, vacations, holidays)?

-. ' '
-

14. What qualities do you possess which would make you an applicant

that should be selected over other applicants?

15. Have you been previously employed? What was the reason for
leaving past employment?

16. What will you do if you are not accepted for employment with the

Metro Transit Police?

17. What subject most interested you in high school or college? , -i. *

(Check on how well he/she did in English.) k e

18. What do you feel will be the major disadvantage of a police career?

19. What do you think is the biggest factor involved in influencing

people?

20. If you were in my place, interviewing an applicant, what would
you ask, or be primarily concerned about?

21. What do you think will be the general public's response to

female police officers?

22. Could you tell us what you think the future may hold for you as a

257
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Page 3

Metro Transit Police Officer?

23. How do you feel about the subject of "outside" employment,
-' sometimes referred to as secondary employment or "moonlighting?"

24. Do you fear violence?

25. Do you have a fear of weapons?

26. Could you take a human life in the performance of police duty?

258~:



APPLICANT APPRAISAL RECORD ' --

NAME DATE_ _ __ __ __

Type of position or area of interest owl__

On this Application Appraisal Record, you will find several categories of evaluation

concerning the applicant being rated by an interviewer. You are asked to rate

from siperior to below average. To aid you in making these determinations, please

read the GUIDANCE FOR COMPLETING THIS FORM and apply it to the best of your ability

in completing the form.

See

Above Below General
Superior Average Average Average Comments

RATING FACTORS: (Check One)

Personality.- -'-

Education __"__

Work Experience -"

Job Interest -.-

RECOMMENDATIONS

0 Would like to consider for_ _ _ _ _ _ _ _ _ _ _ _ _ _
(Position)

Interested but no appropriate vacancies at present

13 Make reference check to complete files
0 Qualifications do not fit present or foreseeable needs. (Explain under GENERAL COMMENT.

o Other

GENERAL COMMENTS

Interviewer________________ DATE________________

259
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b %

h.0

Do you perceive the position of a Metro Transit Police Officer as o
being different from municipal, county or state police officers?
State your reason(s) pro or con.

S.'4

a.L

261
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Write several paragraphs stating your sincerity in desiringo ostoas a Metro Transit Police Officer and your plans for makino career of this
position.

%

262 --*



Write several paragraphs giving your opinion of the present public O l
attitude toward police officers. You may use both sides of the paper.
Be sure to sign your name at the end of your comments.

263



What is your opinion of how the general public views the police profession? 6

* Why?

264



Do you feel the ability to communicate with people effectively is
one of the most important skills that a police officer possesses?
If so, why?

265



Why are police-citizen relations especially important in the
* transit environment?

A

266
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Was-hington Metropolitan Area Transit Authority

MEMORANDUM

metro
Addendum to Drug Testing t-r Illicit

SUBJECT. Narcotic or Controlled Substance Use - TPAS DATE. May 10; 1983
Memorandum dated April 1, 1983 (MTP 83-33)

FROM: TPAS - Chief Angus B. MacLean IN REPLY
REFER TO:

TO: TPAS Personnel
(Addendum to MTP 83-33)

Above referenced memorandum dated April 1, 1983, established
within TPAS a program concerned with urine testing for illicit
narcotic or controlled substance use by personnel assigned to
said Office. This addendum is published to insure clarity of
intended disciplinary action to be taken when preliminary testing
of positive findings are confirmed by laboratory analysis.

Those individuals determined to be users of marijuana
will be terminated upon receipt of laboratory confirmation of
preliminary findings.

Where individuals are found to have indications of use
of other types of drugs and related controlled substances, and
there is no verified proper prescription authorizing such use
by a treating physician, a termination action will be instituted
upon laboratory confirmation of preliminary findings.

Personnel who refuse to participate in the testing program
when requested or ordered to, for any reason except when authorized
by a treating physician(s), will also be terminated. -

Bureau Commanders will assure that all TPAS personnel
receive a copy of TPAS Memorandum dated April 1, 1983, and this
addendum. Personnel will acknowledge receipt of same by signing
and dating appropriate signature lists.

Attachment (HTP Memorandum 83-33)

cc: COUN - J. Robertie
HMP.S - R. Silas
HMRS - M. Staed
Local p246- Mr. E. Jumalon
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Washington Metropolitan Area Transit Authority

MEMORANDUM-

* netro S': ...- '.y

" SUBJECT: Drug Testing for Illicit Narcotic DATE. April 1, 1983
or Controlled Substance Use

FROM: TPAS - Chief Angus B. MacLean IN REPLY

REFER TO:

TO: TPAS Personnel

(83-33)

Commencing with the date of this memorandum, the Office of Transit
Police and Security will implement a program concerned with urine testing
for Illicit narcotic or controlled substance use by personnel assigned to
said Office. This monitoring procedure will consist of urinalysis for
personnel who periodically respond to the Bladensburg Clinic for physical
examinations which may be required/ordered by competent authority. This
includes examinations such as probationary, annual, bi-annual, etc.

The Bladensburg Clinic will provide or otherwise accommodate such r --

urine testing as may be requested by MTP supervisors in instances of

suspected use of narcotics/controlled substances. There may be other . .
occasions when personnel are required to submit to urinalysis at the
discretion of the Authority's Medical Director or his/her designee.

Personnel required, directed or ordered to report to the Bladensburg

Clinic for physical examination or urine testing will on arrival be
obliged to display such issued identification credentials or Authority
identification cards as are peculiar to their job positions. The rationale
for this requirement is to ensure verification concerning the identity of

individuals appearing for such examination and/or testing.

Confirmed/positive findings of use of illicit narcotic/controlled
substances or the refusal to submit to referenced urine testing may
result in the implementation of disciplinary measures up to and
including termination.

Supervisors in charge of Bureaus will ensure that the contents of l 44

this meiorandum are read to, and understood by all personnel assignedto their supervision.

Questions concerning the abode will be referred to the appropriate
Bureau Commander.
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BOARD SU14MARY EVALUATION

LIOUTSTANDING
SVERY GOOD

LIGOOD
0 FAIR

0J UNACCEPTABLE

CHAI RMAN BOARD MEMBER

NAME_____________ NAME_____________

ElOUTSTANDING ElOUTSTANZDING

ElVERY GOOD i VERY GOOD
SGOOD E]i GOOD

LiFAIR Ej FAIR

ElUNACCEPTABLE ElUNACCEPTABLE

BOARD MEMBER BOARD MEMBER

HAME _____________NAME____________

OUSTNDN OUTSTANIDING K

VERY GOOD VERY GCOD

GOOD ElGOOD

FAIR ElFAIR
fJUNACCEPTABLE [jUNACCE1-PTABLE
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WASHINGTON METROPOLITAN AREA TRANSIT AUTHORITY ~. e
DEPARTMENT OF SECURITY

PERFORMANCE RATINGA.
Name of Member Bureau/Unit

Present Rank IRating Period
* IFrom: To:

NoTF- Compare this member ONLY with all members of the same grade.

* 1. BEARING AND BEHAVIOR: The extent to which the memober meets standards of bearing, dress, courtesy and emotional
control and enhances the image of the Department. ~V

UNSATIS. BEL~rOW II
FACTORY I MARGINAL AVERAGE 1EFFECTIVE AND COMPETENT I EXCELLENT I EXCEPTIONAL IOUTSTANDING

0 0 0 010 0
fl 1, 0 E 0 0 0

2. HUMAN RELATIONS: The degree to which the member promotes harmonious relationships with other members of
the Department and with civilian associates. Tact, in knowing the right thing to say or do
without offending. Attitude of the memiher.

UNSATIS. I I BELOW I I
FACTORY IMARGINAL I AVERAGE EFFECTIVE AND COMPETENT EXCELLENT EXCEPTIONAL I OUTSTANDING

0i 0~0 00El 0 0 
0 11 1 0 0)00 001

*3. LEARNING ABILITY: The degree to which the mrember grasps instructions, abstract ideas or concepts. Quickness
and ease in learning new skills or methods.

*'UNSATIS- I I BELOW II
rAC-ORY MARGINAL I AVERAGE I EPFECTV"E AND COMPETENT I EXCElLENT EXCEPTIONAL OUTSTANDING

0 0 0 tO0 0 010 El 0 t 0
0 E0 0 0 0 0,10

4. KNOWLEDGE AND SKILL: flow adequate is the member's knowledge and skill for the requirements of said member's
present position. ResourcefIuilness in dealing with problems through original adlaptions of

UNSATIS. I experience.
OELOWIFACTORY I MARGINAL I AVErLO EFFECTIVE ANDI COMPETENT I EXCELLENT I EXCEPTIONAL I OUT! .NDING

0 0 0O [1 0 1,0 0'00 0 0 0 0 L Q
0 0

5. ACCEPTANCE OF The degree to which the member accepts, responsibility for his/her own actions and the
RESPONSIBILITY: organiz'ational objectives assigned to him/her. Initiative or energy displayed in the initiation of

action. Loyalty to the Department.
SUNSATIS. I I BELOWt

FACTORY MARGINAL AVERAGE EFrECTIVE AND COMPErTENT I EXCE!LLENT IEXCEPTIONAL I OUTSTANDING

00 ' 0 0 0 E0 0 0 0
o ' 0 I 1 0 0 1 0 0 1 1 1 I 0

6. WRITTEN AND ORAL 'Fte ability of the memnber to communicate his/her ideas in (a) writing -(b) speech.
EXPRESSION:

UNSATIS. I I Sri OwI
FCT rToY ,MARGINAL AVTPRAGE El FECTIVE AND COMPELTENT r XCrtlIENT EXCEPTIONAL OUTSTANDING

(J I JL] tI LI 0 I% i

a_ (I Li [I L) 1A] 0] Li I l J' U I

LINSATIS- t r w tIII
FACTORY IMAP:;INAL IAVERAGE EFFECTIVE ANlD COMPETENT IEXCELLENT I EXCEPTIONAL tOUTSTANDING

U tl 11 nI IL LI L ti 01
b. Li 1iI ~ t (1 0 l 'LI L~ Li E

7. PERFORMANCE OF DUTY: I lit Dert facpaiiyo tewr ftemiie.lependability to complete written or
oral assignmuents promptly. Judgement or ability to think-clearly and arrive at logical and

L ~soulndl concluisions,.

UNSATIS. I BELOW III
IFACTORY I MARGINAL IAVER AGE I EFFECTIVE AND COMPETENT I EXCELLENT I EXCE7TIONAL I OUTSTANDING

El0 (7] I l 17 10 [1] u7 101) 117
1 0l ui 11 (1L [1 r(] 0 ~ E0 E

4 21 lR@v I 1/79)
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8. EVALUATION ABILITY: A judgement as to how conscientious this member would be toward fulfilling the duties as a -

reporting and/or endorsing official.

g. 1 rOF Y MARnINAL AVERAGE IEFFECTIVE AND COMPETENT I EXCELLENTl EXCEPTIONAL OUTSTANDING

9.LEADERSHIP: (Evaluation) The ability of this member to influence and guide the actions of others.
UNSI~S- BELnOW I I
FACTORY'~ I MARGINAL IAVERAGE IErrECT:VE AND COMPETENT IEXCEL LENT IEXCEPTIONAL IOUTSTANDING

I 0 ' I 0l 01 0l 0l ' 0' 0 1 11
11 10 0i 0 01 0 010 110

SICK LEAVE USED DURING THE PERIOD COVERED BY THIS REPORT

Total days Days due to injuries Days not due to injuries f, of times reported sick

*Remarks.%

Present Duty assignment Date assigned

Give your evaluation of this member (Rater)

Give your evaluation of this member (Reviewer)

OVI.R-ALLI. VAI.UA1 ION (Comrare this mcinher OJNLY withi all memor. of the same grade.

*UNSATIS. 1iGNA ULdW~!AG4C U1C11v =AD COMflItA4 11c..ICC T tXCEPTIONAL OU S1ANDING]
* FACTORY

Signature of member D~ate Signature of Revic%% iig Offticial Date 14

* Signalture of Rater Date Signatureof Approving Ofticial
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METRO TRANSIT POLICE Jn ,18

Authorized Male Female Male Total
Strength White -Black White -Black Hispanic Commtand

Chief111
Assistant Chief 1_

Subtotal 2 1 1 2

Bureau of Field Operations

Patrol Division

Inspector 1 1 1
Captains 4 3 3
Lieutenants 7 5 2 7
Sergeants 1s 9 5 2 16
Detectives 10 6 2 1 1 10
Officers 169 91 37 6 8 2 144

Subtotal 206 115 46 7 11 2 181

Bureau of Support Operations

Administration

Inspector111

Revenue Protection IP

Captain 11I
Lieutenant 1 1I
Sergeants 5 3 1 1 5
Officers 36 17 9 1 3 30

Training Division

Captain111
Officers 1 1 2
Officer Trainees _ 12 5 1 !8

Subtotal 45 37 15 3 3 1

Internal Affairs

Captain111

Subtotal 111

OVEPALL TOTAL 254 154 62 10 14 3:1

White - 164 =68
!4TP Total Black - 76 =31,,, Females - 24- O

Hispanic - 3 - 1% Males - 219 - 90%
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V.

SPECIAL POLICE AND OTHERS

Authorized Male Female Male-Female Total
Strength White -Black White -Black Hispanic Command

OCC8

Lieutenant I
Sergeants 5 4 1 5
Officers 12 4 3 2 1 10

Subtotal 18 5 7 1 2 1 16

Bladensburg

Inspector 1I
Captain I
Lieutenant I
Sergeants 7 6 28
Officers 39 2 12 13 2 1 30

Subtotal 49 4 19 15 2 1 41

Police Radio Dispatchers 10 6 2 2 10

Handicapped 2 1 1 2-

Claims Investigator 1 I1

Statistical Assistant I

Data Technician I

Armored Car 5 2 3 5

Secretaries 4 2 2 4

Clerk-Typist1 11

Subtotal 25 10 6 6 3 25 J:

OVERALL TOTAL 9? 19 32 7 20 3 1 82

Special Police & Others

White - 26 r3 2,
Black - 52 63! Females - 28 = 34.
Hispanic - 4 -5% Males - 54 =66%

k 277
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RECAPITULATION

Authorized Male Female Male/Female Total -V -

Strength White -Black White -Black Hispanic Command

Metro Transit Police

Subtotal 255 154 62 10 14 3 243

Special Police Officer
Subtotal 567 9 26 1 17 3 1 57

Administration/Special TA
Subtotal 25 10 6 6 3 25

*TPAS TOTAL 347 173 94 17 34 6 1 325

TOTAL PERCENTAGE BREAKOUT

WJhite -190 59%

Black -128 39%

Hispanic - 7 2 8

Females - 52 =16,

Males -27j *84%
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ANNEX 5

U.S. MARINE COPRS SECURITY GUARD BATTALION

Interviewees: Lt. Mark Burger (Asst. OPS Officer/OIC MSG School)
GYSGT Lon Martin
Marine Security Guard Battalion (Dept. of State) '
Quantico VA 2213.4

Interviewer: Hough

Date: 7 June 198"4

The Marine Security Guard (MSG) provides security guard
services to the Embassies, Legations, and Consulates. These
services include protection of personnel, property, and
classified and administratively controlled material and
equipment within these premises. The Marines are prepared
to protect the foreign security post and its personnel in
emergency situations.

The Marineswork in conjunction with the State Department.
Both the State Department and the Marines provide training
and once on MSG assignment, the State Department is in oper-
ational control and the Marine Corps is in administrative
control of the MSG.

The hierarchy is:

Administrative (USMC) Operational (Dept. of State) ,:I I " "
Commandant of the StMa in or sSecretary of State.' "." -

M*arine Corps

Commanding Officer, MSGB AmbassadorI I
Company Commander Security Officer

I - ,

NCOIC

MS(

".'-E1ligib iity ::" .

"Only mature and qualified Marines" in the grades of lance
* corporal or higher are eligible. ("Mature and qualified

privates first clas.s may bF -ranted a waiver by Commandant
of the Marine Corps and will promoted to lance corporal
upon successful' compl~tion o' '!.',f school.")

279
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Following are the requirements for sergeants and below:

(1) unmarried, must agree to remain unmarried until
completion of tour of duty;

(2) be a volunteer;

(3) be a U.S. citizen;

(4) have completed ENTNAC or NAC

(5) If a corporal or below, have average conduct and
proficiency markings of 4.2 and 4.2, respectively
(These are higher than the reenlistment require-
ments, i.e., to reenlist, need average of 4.0
and 4.0, respectively. The average in MSG is
4.6 and 4.5, respectively);

(6) must meet Marine Corps standards of personal W
appearance and must have successfuliy completed
the most recent PFT;

(7) any one of the following may be considered dis-
qualifying:

(a) conviction by general court-martial
(b) conviction by special or summary court-

martial during the five years immediately
prior to MSG assignment

(c) more than one non-judicial punishment during
the previous year

(d) a record of civilian conviction for which
some type of restraint was imposed

(e) a history of financial instability
(f) any derogatory information in an applicant's

background which may jeopardize a top secret
clearance.

(8) a minimum derived AA/GT score of 90;

(9) Have at leant. 3P months, obiifgte, d nervice remain-
ing upon reportinf to MW(; n;h )UI ('hoy c'rI re-

eri I s t o r s. ,n an -Cx t , i n) .

Follwin n g ar- the requircments f' r Pi ()'

( ) ua I i 'i c a t i on , 2 th rn it h Y a 1 v e. -

(2) SNCO ' rrquent ing an accompanied tour may not 
have more than four dnprndent, s, including spouse;

280
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A complete physical/mental examination is required. The .-

physical includes urinalysis, hematologic studies, and chest
x-ray. They look for any evidence of an acute, chronic,
or unusual condition which could make the person unsuitable

for duty in an isolated or remote area. All.Marines report-
ing to MSG school must be in dental classification 1. All
dental work must be done prior to assignment to the school

because once training is completed, they are immediately
transferred to the Embassy, Legation, or Consulate.

The next step is a background investigation. All MSGs are
required to have a top secret clearance.

Training

There are five classes per year. Each class has about 100
students per class. Training for NCOs (called SNCO, student
company commander while in school) is eight weeks (one week
indoctrination, six weeks formal training, and one week
administrative training). Once on assignment, these people
are the NCOIC, the officer in charge at the embassy, lega-
tion, or consulate. Training for Sergeants and below is
six weeks formal training. Sl-

Training for MSG is presumed to start prior to MSG school.
That is, many of the characteristics and attitudes needed
by an MSG are instilled in basic training. They are:
obedience to orders; team work; attention to detail; excel---. -'. -j
lent physical condition, integrity/loyalty; action orienta-
tion, impeccable military appearance, and the desire to
be a Marine. The people who make it through MSG school ..

have these charactistics in spades.

The six weeks formal training at MSG school is taught by

both the Marine Corps and the State Department. The train-
ing consists of the following:

* Marine Corps Instruction (Represents about 60% of training)

Phyr"i cal Fitness
Uniform and civilian clothing (includr!; cls.rnes in

t 'x t, i I 1e , t c u I r , how t.o m i x and m I t c h c t h i ii .
' y are I i v n 0O to buy civ i I i an ,ol ot h i n . They

a ," i ri:; , in c i v i ian clo hi g a d iti if i n t 11(1-f..I-t
n r t-I t , I t '-y 11,1 vo to (o ('It and Inay more- witlh

t Im r own money. Th - e11pha f- is on coneFvat i vc
sty ler .)

Security procedures
Honors and Ceremonino (What is appropriate behavior)
Administrative matters
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Social graces (They go to formal gatherings at the
embassy, legation, or consulate. Therefore, they
are taught how to eat properly, how to set a formal
dining table so that they know what each thing is
for, how to address people, etc., etc.)

Small arms training

State Department Traininp (Represents about 30% of training)

Foreign Service establishment
Language and culture
Use of deadly force
Methods of espionage, terrorist activities
Evasive driving (for own safety)

Specialized Instruction (Represents about 1.0% of training)

EOD bombs and incendiary devices - .
Hostage training
Rescumatic emergency escape devices

" Safehaven emergency medical kit
Counter-intelligence

They must qualify with a 38-caliber pistol (their basic
side arm). They have to qualify at the FBI range at close
range; they must score 190 points to qualify. They use
a 200 - 500 range and emphasize accuracy.

The MSG is responsible for the interior of the embassy,
legation, or consulate. They learn how to protect, that
area. They receive training in foam, gas, soap, handcuffs,
night sticks, and the equipment/weapons found in the area
to which they will be assigned.

The performance evaluation criteria are found in Attach-
ment 3. Regarding physical fitness, they must score 100
on the physical fitness test. To achieve this minimum score -
they must, (1) run three miles in less than 18 minutes;
(2) do B cit -up, in less than two minutes; (3) do 20 pull-ups.

At M'(; c-(h ,o , each studoni. is accgnod a f:cul ty advisor.
Thor,, aT i' l, ct 1 ud 1n t. per fn u c u y ad or. A f'aictl ty
''v .... r h 'I: 1 a,, an ti'; with dic inct '. , c rv,

a rn I, f't II for th, t r:i neer in ad i .it to pIt' iei u
o0 U I I: I

An ITH ( i vid a ii ized training record) is kept for each .
MSG t.ra ne . (In,- part, of the ITH is a log in which daily
entries ar- m Ide describing things the individual did.

is very d'taild and eomplete.
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A screening board meets twice during the six week training,
the third and the fifth week. For the first, board meeting,
every one is evaluated thoroughly. The second board meeting
is for those they are not quite sure of. The evaluation
of candidates is very comprehensive. One reason is that
if an MSG does anything at the embassy, legation, or consul-
ate to draw negative attention to himself, it Is an inter-
national incident. MSGs carry a black passport and are
a part of the diplomatic corps. (Attachment 14 is a copy

of the overall screening board evaluation.)

In addition to instructor and faculty advisor log entries
and evaluations (see Attachment 5 for a copy of the instruc-
tor/faculty advisor performance evaluation form), there
are peer evaluations. (See Attachment 6 for a copy of the
peer evaluation form.) Each trainee Is assigned to a stu-
dent company unit. of approximately 10. Peer evaluations
are made within this group. They are done twice during
training, both times just before the board meets.

There Is a lot of "face-time" In MSG school and they believe
that during such intensive contact for six weeks they are
able to identify those people who do not have the characteristics
they want MSCs to have. (I saw an ITR and It Is startlingly

detailed and complete; they are probably right. The documentation

Is most Inpresstve.)

Of the sergeants and below, about 30-35% do not .omplete
MSG training. The two primary reasons are maturity and
attitude. Of the, E6s and above, 40-h5% do not complete . -

MSG training. The three primary reasons are maturity, atti-
tud-, and 1"adprship. The intensive and stringent screening
gives M.q(;.-. a special and elite feeling, which the officers

feel Is motivat ing.

One- trainingR is complete MSGs are immediat-ly sent abroad.
The first post Is a "hardship" post (for so-lal, economic,
or polItival reasons) for 15 months.

Mon i tor i nj On-The-Job

At th h' 5 tihs thPrfe are inspections every !7i Y months, which
ir, dor '-' b y m company comnm:nder. F rf-' t p s ,r1 M!r;5  a'e -n--

I ov d (,I, ,t , ealtch year (t here aro I .() tl:';s ,-,it rl tho
world). Th,, rea!ons are marriage, dit inti the h;-;s-dor's
dau t er, siep i ng, on post, etc. Onily rat-,ly i- it. for
drug o use. is more of a problem in some co untries than
In other o i nt rtes, e g., Bogota, Columbi:a Urine analyses
are done nn a random bas is to check for drug use. When
it is done, the entire detachment is testod.
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MSG is not, an "occupation" or MOq: one can't spend

one's career in MSG and related activities.

In so n countries, e.g., Cuba, Marines arP not allwed.
As a result, the MS(,s wear civilian clothes, even when
on guard duty.

The M,(; is considered to be the elite of the elite.
In recognition of this, 100 points are added to a
Marine's composite scores upon completion of MSG train-
i ng. These added points are authorized for one year

af ter an MqG tour.

M(,r are considered among the top 5% of the Marine
Corps.

MSGs seem to need to be high achievers in a structured
e n v ironn meFnt.. They also probably like/need order in)
their lives. They need to like a regimented life.

The N('()I(' is sometimes the only commander of American
troops in a country. Consequently, his reports are
like (ommand reports. The NCOIC position is an unusual
position in that once on assignment, one has a very

phih degree of authority. The N(COIC is the highest

level officer at the embassy, legation, or consulate
givingp orders to the MSGs. In no other situation does
a gunnery sergeant have as much authority. This is
th reason leadership is a very imporlant selection/
training criterion for the NCOIC position. They need

to be leaders and diplomatic.

Once nn assignment, MSGs live inl Marine Houses, which
they manage. Honesty, getting along with others, and
teamwo rk are essential in such ,i tuat. i ns

2. 9
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Selection Interview Guide
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MCO 1306.2L
13 APR 1979

APPLICANT INTERVIEW GUIDE

1. This guide is provided to assist the inteviewing officer
in determining the suitability of the applicant for assignment
with the Department of StatE%'s foreign service establishments
overseas.

2. The characteristics listed below should be considered by
the officer conducting the interview:

a. Maturity.

b. Self-confidence, poise and personality.

c. Manner, appearance, and bearing.

d. Voice, language, expression, alertness, and ability to
converse.

e. Professional knowledge.

3. The interviewing officer should bear in mind that the
applicant, if successful, will be assigned a tour of duty in
a foreign country at an embassy or consulate of the United
States. .;SG's live and work in full view of many foreign
nationals, and ranking officials of our Government. They
are under the immediate command of the Marine SNCOIC, per-
forming the duty of protecting classified material, often
times vital to the security of our Nation. In many cases
MSG's serve in areas where political, economic, and social
conditions restrict off-duty time to a small American
community. The Marine is a representative not only of the
Marine Corps, but of the United States.

4. Information on the MSG program and nature of the duty:

a. The MSG program was authorized in 1948 to assist the
Dep~artment of State in fulfilling its security requirements
at diplomatic missions abroad. There are approximately 1200
Marinps assigiied to the program an,] over 115 diplomatic
jissions located in over 100 foreipu countri..F and cities.

b .Fih ( security nuard de tacrl~imnt is comm Inie d by a
tMarine SNJCO, the NCOIC, who is under the direc t supervision
and operational control of the 11 ,pnrment of State's PostSecurity officer. Marine company commanders at five loca-
tions act as intermediate co)mmanders between the MSG battalion
and the individual embassy detachment.
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c. The average detachment consists of nine Marines; the
NCOIC and eight sergeants and below. Detachments range in
size from 6 to 32 Marines. Approximately one third of the
detachments are comprised of six Marines. .

d. The MSG is assigned to the embassy to safeguard
classified material, enforce security regulations, and protect
American lives and property. When the embassy business of the
day is completed, the Marine on duty continues the workday.
MSG's check unoccupied offices for classifi2d material left
adrift,, look for open doors and windows, and check general
security of the building. Safes and files are inspected to
ensure they are properly secured. MSG's often escort a clean-
ing force of foreign employees and work closely with the h,
embassy duty officer after working hours. MSG's must be
capable of maintaining their composure in the case of riots,
mob action, or terrorist activity. They must be able to think
clearly and follow detailed instructions at all times. MSG's
work closely with their fellow Marines and in some cases with
members of the U.S. Army, Navy, and Air Force. They have
daily contact with American and foreign employees of the
embassy.

e. The embassy Marine represents the United States andl
the Marine Corps. Therefore, the MSG must present a neat
military appearance, be adept at self-expression, and perform
the duties in a courteous and congenial manner. MSG's must
have the ability to tactfully, impartially, and firmly enforce
security regulations. They could be placed in situations of
possible compromise which require sound judgement, a high
dearee of moral integrity, honesty, loyalty, and unquestion-
able devotion to duty.

f. Marines are not sent to embassies for social duties.
The majority of their time is spent standing a lonely watch
and performing required military duties. However, there will
naturally be an involvement, to a certain degree, in social
activities with the American community and, in some countries,
with foreign personnel.' The MSG should be a good mixer.

el DUrini a tout of duty with the sr'curity luard prngram, . .

t 1" 1:n111- . in- mailta in- mi i ta y ptof ici, Mcy throi ugh

" t,,-,i: - ili .iy t r i r ,upv r VisVd by thO NCOI(ur: aIid thro gjh t
rl- rd -to r ' MC I enroll r nc t U MS 's are callecId u,- to pres,'nt

* flctures to fellc,.: Marines on hasic nMilitary su]hctq and
current events. The MSG must have a desire for self-
improvement and an interest in study. MSG's become more aware
of the world around them and may take an active interest in
the country to which assigned. A security guard tour can be W--

- ENCLOSURE (2)
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one of the most enlightening and beneficial experiences of a
Marine's career.

h. MSG's live together in fully furnished quarters
provided by the Department of State. In most countries they
live in a house, with each Marine normally assigned an
individual bedroom, in the civilian community of the city to -.

which assigned. The detachment members, under the direction
of the NCOIC, are responsible for the operation of their
"home." They are required to assess, collect, and manage the
funds provided for the operation of the mess. Each Marine
will take a turn supervising the Marine mess and purchasing
food. This may include assisting the cook in the preparation
of the menu and ensuring the cleanliness of the galley. MSG's
become bookkeepers and auditors by managing the mess and
household expense funds for their fellow Marines. An indi-
vidual who is unable to manage personal finances cannot be
expected to satisfactorily perform the financial duties that
will be required of the security guard.

i. Physical fitness programs are in effect at all
security guard detachments. Many detachments are involved in
competition with each other to determine physical fitness " -

excellence. Most embassies have recreational programs calling
n tph rh,2 U.S. agencies to provide teams. In almost

every case, the embassy looks to the Marines to organize and
lead the athletic program. Softball, volleyball, basketball,
tennis, and golf are the most common sports. However, some
detachments, because of political or space limitations, are
restricted to small area events such as horseshoes, badminton,
cribbage, chess, pinochle, and pool tournaments. Marine
detachments have always taken pride in their athletic pursuits. N.
The embassy Marines must be industrious, have an interest in
competition, and set an example of "fair play" and sportsman-
like conduct.

j. Sergeants and below assigned to the program are
required to sign an agreement stating that they are volunteers
and that they will not marry prior to the completion of their

,overseas as- iqnm'nt. The embassy Marine must pcssnss and
m-intain high moral standards. The "Don Juan" type is a
liability to the [.roqram. Involvement with the opposite sex,

r :ces'ive use of alcohol, use of diwus, and failure to obey
lawful ordrrs are the four most common reasons for early
relief from the program.

k. Ms('s are authorized to take annual leave in CONUS and
most foreign countries. Approval from CMC is required for
leave in certain foreign countries. Emergency leave will be
granted upon verification by the American Red Cross. While

ENCLOSURE (2)
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Marines on emergency leave are authorized travel by scheduled
government aircraft, in most of the foreign countries where
MSG's are assigned, commercial air is the only available
transportation, in which case the Marine must bear the expense
of travel. Extended distances are often involved in takingse
leave; therefore, a Marine who has family problems should
seriously consider this fact prior to application for the
program.

1. Transportation of motorcycles and private automobiles
overseas at government expense is not authorized for MSG
personnel in the grade of sergeant and below. Students are
further discouraged from bringing private automobiles and
motorcycles to the MSG School due to immediate assignment
overseas upon graduation. Sergeants and below assigned to
the program must arrange for the sale of their automobiles
and motorcycles or provide for storage or other means of
safeguarding.

m. Marines are encouraaed to have at least $300 in their
possession upon reporting to MSG School to meet the incidental
expenses involved in preparing for a demanding and challenging
assignment as an MSG in a foreign country.

5. infcr=aticn applicable to SNCO's:

a. Assignment as NCOIC of an MSG detachment is considered
a command billet -with all the authority and responsibility
of a commander except those restricted by law to commissioned
officers; e.g., NJP authority.

b. The NCOIC of an MSG detachment has the unique respon-
sibility of satisfying two bosses. One is the Marine's
operational supervisor, the post security officer, who is a
foreign service officer. The second is the Marine's adminis-
trative commander, a Marine Corps officer who inspects the
detachments semiannually to ensure they are maintaining
Marine Corps standards and meeting their administrative
reauirements.

c. nefirtmeint of State provides furnished quarters for
the W OC and family. In most cases thefe quartets are
*rruivalfrit to or surpass governmeint quarters on a military
base. Howover, the availability of other base-type activi-
ties; i.e., commissary, PX, dispensary, may be limited or
nonexistent, depending on the country to which assigned.

d. Some type of commissary and medical support is avail-
able at almost every foreign service establishment. A cc-op 7
commissary, or ordering service is one arrangement whereby

* ENCLOSURE (2)
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the embassy community procures U.S.-type foods. Medical sup-
port usually consists of an embassy nurse and/or a local
contract doctor as a minimum. In serious cases, patients are
medically evacuated to the nearest U.S. military hospital
when local facilities are not adequate.

e. Schooling for dependent children is normally provided
through a U.S. supported or international school. The availa-
bility of schools for dependent children is considered in
making assignments.

f. Assignment as the NCOIC of an MSG detachment is
demanding but can be personally satisfying and professionally
rewarding. For a Marine and family it provides the challenge,
adventure, and experience of living in a foreign country.
In some cases MSG's are the only U.S. military personnel in
the country.

6. The description of the duties performed and the personal
traits necessary for MSG personnel, as outlined herein, should
provide the commanding officer with sufficient information to
make an evaluation of the Marine's qualifications. The possi-
ble compromise of national security and discredit upon the
Marine Corus and the American image abroad are two of the most
serious repercussions which may result from poor screening and
assignment procedures. Screening of applicants cannot be
based on past or present duty performance alone. It must go
deeper into the Marine's background; personal traits, habits,
interests, potential and personality. Many Marines can be
considered outstanding in the FMF or another type assignment,
but still not be the "right person" for the MSG program.,
Elimination at the command level of personnel who are not
suited for this independent-type duty in a foreign country
will result in a considerable savings to the Marine Corps
and will definitely be in the best interest of the individual .
concerned.

7. Upon derarture frcin the pr-sent command, th, applicant
must be roe<]dv to attend the school without disruptions. The - .
t.jarine mis arrive with a]l admini:-trative re.iir-in-e nts
corer'letjal and d, crintal I-, medi cal y , and m,,ntally ptepared. "
Th' a l i 1.n stnu t , ,t b a L-,e,( to . reid 3 0 nio t1, ove-r sa;."
Pern, 1,] all.dl fina.ncial problem:2, nrn:;t be conni:]e,_d arid managed - - -

accord i nq]I y. Upon reiitting to school, all uitI'rents will ... ""
be checked to ensure qual if ic-ition. Those individuals not
qualified will not be accepted by the school.

P1 ENCLOSUIRE (2) _ V
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COMMANDING OFFICER'S GUIDE

This form is intended for use by career planners, administra-
tive personnel, screening boards, and commanders during the
selection process for MSG duty.

h------------
1. Marine has been counseled regarding the MSG program and 7_
understands the provisions of MCO 1306.2L relative to
assignment.

2. Marine is a volunteer.

3. Service record book contains evidence of a satisfactory
National Agency check (NAC). ..-.___

4. Weight is proportionate to height. .__..

5. Passed most recent PFT. _.-_

Date amninistered Score

6. On the basis of an interview and review of service and

1"a I th r-c' rds , this Marine appears to meet the criteria for
,9rancing a rop secret clearance. _ _

(At the initial interview, the Marine should be briefed on the

data r-qliicod for the submission of a request for a background
ijnvestiqaton so that information not available locally may be
collected . )

7. tarine briefed that a detailed background investigation
will be conducted by the Defense Intelligence Service. ___.,-_._

8. Request for background investigation was submitted by

A, f I,. G P A _)t,: Gi<,ADL 131 [,LT .- _

on
.DAIL,

(Th'[i.s sh<'":' ho' a ,:,c' isti,,d , [te' r,.ceifl of orl-]ors but },riot r

St dit ' t. )""

a .1 Y c'' . 1 ,)py o f N ) Fo ;n I V79 (7 t f ,-r D I) and Cop-

,f 1))D 398 -ttachod to 1,tft sir of SPB .- '_-_

9. Marine's average pros/cons are at least 4.2/4.2 respec-
tively, and Marine does not possess any of tho disqualifying
criteria listed in paragraph 4a(8) of MCP) 1306.2L.

EUC'L()SURE (3)

* -.- .- K , - _ _ _. . .
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10. Marine's AA/GT score is 90 or above.____

11. Marine is medically and dentally (Class 1) qualified.

a. Physical conducted on:_______
DATE

b. Dental exam conducted on: _______

DATE

12. Sergeants and below have at least 32 months of obligated
active service as of the MSG class commencing date specified
in Marine's orders to the school. ____

* ~13. Marine is a U.S. citizen. ____

14. Marine has been advised to procure proof of U.S. citizen-

ship in accordance with paragraph 7a(b) of MCO 1306.2L.

* (Marine must have this document when reporting to MSG School.)

15. Marine is not a staff sergeant selectee. ____

16. Applicable to SriCO 's:

a. If married and elects an accompanied tour, SNCO has no ~
more than four dependents including spouse.

b. Spouse and dependents to accompany SNCO overseas are
U.S. citizens (natural or naturalized).____

C. Proof off citizenship obtained for spouse and
dependents.

d. Spouse and dependents have been physically and
dentally examined and are qualified to accompiny the member
overseas.

e.i 17- ifrrm-c3 th -! dep'i3- H an c-1h1d e ff ects
(caInot (ito.ront e:w nt iu t. i:1m t' dunty

5t~t. onor1r~atr', ueco jvJ at in

af Il~c - tr* 2 r, i)n t 1r, . i, -~t i c asf o f t he
C Inc c s S ruomfl- nc (i 01I ra tC !--c i f i -I i n ""' tin s1 SOrd,-:s to

thle School. For those M,11 r itle'; fsl' 17 trd foIr assigrnment1 to a
non-hardshir post (36-mon'rt.) be willing, to extend/reenlist
to have sufficient obli.a ,, -Trvice to ecomplete a full tour
prior to) their transf~er frro. sc hcol. ____

* ENCLOSUPE (3)
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(SNCO's are given leave to arrange their personal affairs
upon graduation. However, travel back to their previous duty
station is at their own expense. Therefore, it is recommended
that the spouse be thoroughly briefed regarding securing
travel and shipping household effects.)

17. The final phase of processing a Marine for assignment to
MSG duty is to ensure all administrative actions have been
completed, after receipt of orders.

a. Waived overseas control date on page 11 of the ....

SRB, if applicable. _ _

b. The following agreement/statement on the receiving
endorsement of the Marine's orders have h-een made. .___.

(1) Sergeants and below - Volunteer, will remain
unmarried, and has read MCO 1306.2L.

(2) SNCO's - Volunteer and has read
MCO 1306.2L.

c. Personal financial record, health record, dental
record, service record book, training records and a completed
copy ot this checklist shall be entrusted to Marine's care
for delivery to Headquarters, MSGBn.

18. One copy of the completed Commanding Officer's Guide
should be placed on the left side of the Marine's service
record book.

294 ENCLOSURE (3) "
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Marine Security Guard Battalion 1
Information/Screening Team

Contact Sheet

DATE ____

1. NAME, RANK, SSN, MOS _________________________

2. COMPLETE MILITARY ADDRESS _____________________

3. AGE/DATE OF BIRTH __________________________

4. PLACE OF BIRTH (CITY, STATE) ______________________

5. HEIGHT/WEIGHT __________6. LAST PFT/DATE __________

7. AVG PRO/CON (CPL BELOW ONLY) ___ _____

8. DATE CURRENT TOUR BEGAN/TIME ON STATION_________________

9. EAS ________10. DATE OF RANK_____ ________

11. PRIM4ARY DUTY______________________________

12. BASIC ELIG;IBILITY CRITERIA:

YES NO

VOLUNTEER?

U. S. CITIZEN?

SINGLE? (SGT/BELOW)___

WILL EXTENI)/REENL IF REQUIRED?___

ONE YEAR ON STATION?___ .

COMPLETED ENTNAC/NAC?

DESCRIBE BELOW IN REMARKS SECTION ANY OF Till FOLLOWING ITEMS:

NJP?

COURTS-MARTrIAL?

POLICE RECORD?

PERSONAL/FAMIL.Y PROBLEMS?

FINANCIAL PROBLEMS?___35

ANY DEPENDENTS?

296



DO YOU HAVE ANY RECURRING MEDICAL OR DENTAL PROBLEMS?_____________

* ~ARE YOU SERVING AN ENLISTMENT FOR WHICH A BONUS IS AUTHORIZED? ________

*IS THERE ANYTHING IN YOUR BACKGROUND THAT WILL INTERFERE WITH YOUR GETTING
* ~A TOP SECRET CLEARANCE? ___________________________

13. REMARKS:_________________________ _____

SNCQ'S ONLY

1. MARITAL STATUS, NUMBER AND AGES OF CHILDREN._____________

2. ARE YOUR DEPENDENTS 11. S. CITIZENS?___________________

3. ANY RECURRING MEDICAL OR DENTAL PROBLEMS WITH YOUR DEPENDENTS?______

* ~4. ANY PROBLEMS WITH OVERSEAS ASSIGNMENTS? ________________

* 5~. ANY FINANCIAL OR PERSONAL PROBLEMS? ___________________

ALL MARINES

PRIVACY ACT STATEMENT

Under the authority of section 301, Title 5, U.S. Code, information contained in

this form is requested in order to interview and screen you for suitability for

the Marine Security Guard School Program. The information provided will not be

divulged without your written authiorization to anyone other than individuals
* involved in the screening process to determine your eligibility for the MSG
- program. You are not. requjired to provide this information, however, failure to

dui so could result in your being ineligible for dtity with th- Marine Security

* (Guard Program.

SIGNATURE OF MARINE
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BnBul 1500

23 Apr 1984 .. -.

PERFORMANCE EVALUATION CRITERIA

'4 5 Jun 1984 TEST PHASE #1 (M-90OX1)

M-103 DOS INDOCTRINATION
M-102 OIC INDOCTRINATION

M-206 DUTIES OF POST #1 AND #2

S-203 FOREIGN SERVICE SECURITY REGULATIONS
S-215 RADIO PROCEDURES
M-204 VIOLATION ISSUE PROCEDURFS
S-212 FOREIGN METHODS OF ESPIONAGE

M-205 SECURITY INSPECTION PROCEDURES
M-503 MAINTENANCE AND WEARING OF THE UNIFORM

M-305 FINANCIAL MANAGEMENT
M-505 PHYSICAL FITNESS AND WEIGHT CONTROL
M-104 HISTORY OF THE MSG PROGRAM
M-502 MILITARY CI':TOMS AND COURTESIES
M-501 CIVILIAN CL"THING AND STANDARD OF DRESS

12 Jun 1984 TEST PHASE #2 (M-900X2)

M-505 LEADERSHIP TRAITS AND PRINCIPLES
S-106 THE FOREIGN SERVICE ESTABLISHMENTS
M-107 PASSPORT APPLICATIONS
1-303 HEALTH SANITATION AND HYGIENE

M-105 COMMAND AND CONTROL

S-201 SECURITY PROGRAM IN THE FOREIGN SERVICE
S-214 DESTRUCTION OF CLASSIFIED MATERIAL
M-504 MAINTENANCE AND WEARING OF THE DRESS BLUE UNIFOR"-

S-603 NIGHTSTICK I RAINING
S-606 HANDCUFF PR(VCEDURES
M-218 RESCUEMATIC

18 Jun 1984 TEST PHASE #3 (M-91OX3)
S-213 TERRORIST ACTIVITIES

1-301 MARINE tHOIISr AND FUND MANAGEMENT
M-304 SOCIAL USAGES AND CUSTOMS
S-202 PHYSICAL SECURITY

M-507 FITNESS REPORTS

M-306 TRAINING ON POST
S-209 PASSPORT FRAUD RECOGNITION
14-307 CEIEBRATI ON AND CFRENONIFS- "

ti- 50i II. (A1, DiI UII 1 AND ALC(O1101, AB11S"F.

2S .i,, 19P1, IV i PhASE fi (i -O y,.,)

S -tCALI .3R A1.iU Sri I~ 111 Wf %O (N PF V'TV[ P
I-( .) OP I FN FAr 1 T 7i .n' I llt(Al Fl' I lII V .1
4 6fl', l)F|'AltlslFI I 'F SIA1F WYAlI Il1 ANI' (II ACF.
S-rI, I NICIIISTIC6K 1' IIANlD(IIIF 1"AIr:hpI(;
M-402 CONDIICr IN , FO I 1C? CI ( ( I('11- '.

2-2 11 EMER(ENCY SI TIIAIiIO S. -

VN(1.OS1IRF (2)
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rLRST SCREENING BOARD EVALUATION

- CLASS NO: _____DATE:

* ATNAME FIRST NAME K.I. PLANK SSN MOS

1. PERSONAL qUAL1TIKS

ACC MAR UNAC ACC MAR UNAC
PERSONAL APPEARANCE INTEGRITY/RELIABILITY - -

* PHYSICAL FITNESS MIITARY BEARING __

* COOPERATION _____ SELF-CONFIDENCE __

JUDGMENT ___ ATTITUDE
MOTIVATION MATURITY

IF NOT ACCEPTABLSE, AN EXPLANATION MUST BE GIVEN:
' .

2. PERSONAL _LISfORY

YES NO YES NO
civil. nFFFNSFS KPI~CA!. PROBLF.HS
H ?IITARY F ENL-FOS FINANC I .., .R(-p1.Es

I( ORD AT ( TI' TUD FAl I Y I b: • •FW,

ANY 0OTACEABLE AN iP151 B UXpIAp!jLj B !VN:

i0!

•w""-

2. _F RS * -L a'"- 'r & rORY -LA st



DATE:b

3. RECOMMENDATION OF DETACHMENT COMMANDER

A. RZTENTION_______ _____
B. PROBATION_________ ____W

C. TERMINATION____________

YOUR ESTIMATE OF THIS MARINE'S VALUE TO MARINE SECURITY GUARD BATTALION:

SIGNATURE RANK

4. RECOMMENDATION OF INSTRUCTOR/ADVISOR

A. RETENTION_______ _____ RECOMMENDED MARKINGS
B. PROBATION_____________ PROFICIENCY:_ ____
C. TERMINATION____________ CONDUCT:_ ____

YOUR ESTIMATE OF TIS MARINE'S VALUE TO MARINE SECURITY GUARD BATTALION:

SIGNATRE RANK

5. SCREENING BOARD1 [DECISION

A. RFTI'r4fl()N

C. TLRHlI NATI (01

SCREENJI NG BOARD CvltfILNTS:

302
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PROFESSIONAL PERFORMANCE EVALUATION FORM

% L.

LAST NAM IIRS I NAME M. I-.- RANK--- ss-los SZ:

DATE: D T NO: INSTRUCTOR/ADVISOR:

NO UN BA AV AA FX OIS

I DURANCF,, P~H SI PAL F IlINUS S

P1 RSONAI. APPEARANCE

MIL71 ARY PRES[ NCE'BEARING

AT TENT d)N 10 [UlY/DETAIL

INITIA IVE,'!10I VAT ION

JUDGE-lE NT,,'AT T I I WE

A(CEPTS R[YPNrSiBI IiY

FORCE/SELF CONFIE NCE

I OYA.TY

INIEGCRITY,'Rt I IARII I TY

MATURITY

Gf NE RA[ VAI Ut TO Mrl2 [rN

DISTRIBUT IONr ()I DF JAC OMENI

OVERALL GPAD[ 1 -- -. __
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'A

INSTRUCTIONS TO ALL STUDENTS

1. This form is designed for use by the student in filling out the
contemporary Leadership Eva]uation Form.

2. Careful deliberation should be taken before assigning marks in the
various Leadeship qualities. Student leadership accomplishment, or lack
cf, should be reflected in the quality which most accurately depicts the
individual's performance. This does not prevent the students from marking
another student on two qualities for a specific performance if the circum-
stances warrant such action. If a trait is not observed, it should be
marked "not observed".

3. Abbreviations shown in marking boxes stand for the following:

NO - NCT CBSEBVED - Insufficient opportunity to evaluate.
U - UNSATISFACTURY - Performance in applicable quality was below

satisfactory standards.
BA - PELCW AVERAGE - Performance in applicable quality was below

the Fenerally accepted standards expected.
A - AVERAGE - Performance in applicable quality met the generally

acceptpJ standards expected.
AA - APCVE AVERAGE - Perfcrmance in the applicable quality was of

a hFher Ae.rrep than the generally accepted norm.
E - EXCELLENT - Performance in applicable quality was of a demon-

strat, excellence.
0 - ('JTSTANLING -- Performance in applicable quality was of a superior

nature, seldom achieved by others.

ADDITICNAL F7JALUATTCINS FCR
STAFF NC='S CNLY

NC U BA A AA E _ RE AR" .

FCRCE , -I. .

,RFw'I F( i',TINTIAL __ .. ._._-

.... .. . . .. ..

......................................................... .........

b . ..-.- ",. .



CCNTE' PCRARY LEADERSHIP EVALUJATION FORM

DATE___________

tic U BA A AA E 0

ENDVBRANCE/'PHYSICAL FITNESS ___ __ ______

F:-:RSCP;AL AFPEARAN4CE ___ __

INTEG"Pi LY; TSTW( PBfl{INES ____ ___ ___ ___

ATTI'PhIDE V WARD:; M'-(- DUTY

I BINKI NHAl' ITS//PFllAV lOB

LIBIERTY TlAP :Tl'/rF3!Av.ICB ______ __

MC'n7TATP N/EFFCRT ___ __ __

M Afll B ITY

111Y ALT Y____

FPEBNCNAL RELATIONS______

~.EF-(N::ENCE

tic U BA A AA E 0

;P:NERAL VALU~E 'TO MS(; BN ________________

WCULD) YtU WvANT TIS MARINE
IN YCUP DK-YACITME F j& YFI3

EVALUATCR: CCNTElllPCBAY PEN(, EVAUATED:

B ANY R__ BA 41,___

Mt)7
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* .• .. °.'-

I. ,- I,

I/A
INI I

1. What in your relinion? Will your relinion

prevent you from beino assloned to a particular country? _.',-_.-_-

2. Hqve you had any involvement with illenAl druon qirice entry intn the

M-arine Corps? . If you answered yes, nive the date and details of

involvement.

3. Have you ever been personally counseled shout exreinve tise of

alcohol? . If you answered yes, nive the date and dptails. .-.

4. rate and place of birth? """_'_'__ _.

In what area of the United States or overseas have you spent most of your life,

5. |lave you ever seen a psychiatrist or psycholonist? Give

dates and reasons.

6. Are you qoinn stenly? . Fnqaed? .4_."_.-__

Fr Ied? On you have children Dependents' ____

7. Are you mnrripdo Separated?• Divorced.

*T'veyou previously had a mrri-enpe anntuled? IfT yes, nive fuIT

particulars to incltide dates, stntus at preset time, and yo'r oboation-
resultinn from any court rulinns. ,..-_.-..-._

S. What is your home of record? _,_-__-"=___ __....,

9. flnv, yot v'\or bIer n arrn-lte , qjf,!;1 irned, (dr'taihr(I, h l(I, fine(d or

t r i 'd for viiy r(f, o )y rIv A n ltruty? . If yr., qive full

rart ir")Inr; In incjid (at es, pl r'c , ch e:r -, -or violkt ioo' ,rirl tihr dit;pnsit tnn

of h chaP. ___ _-

109"
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10. Have you ever been arrested, questioned, detained, 
held, :

EciiiT-martialed, or received non ludicial punishment from military authority?
If yes, give full particulars to include dates, places, chacnes or

violartions and the disposition of the case(s).________________

11. Are there any other incidents in your life which could he considered .

* a-s unfavorable toward you when discovered in a hackaround investiostion, (SUCli as

molested by a homosexual, drunkeness, fiahtinq, etc.)? .If yes, nive
full particulars to include dates, places, and what the incidentis) involved.

___12. Circle hiahesit grade completed in school. 1 2 35 4 5 6 7 8 9 10 1 I1 -2

CoTleqe. 1 2 3 4. Colleqe major. ___________________

13. Do you have any relat ives residlina oversens?7 .If yes,
indicate their relationship to you, and the country they are reslcini in.

14. Have you traveled overaeas other than while on active duty in the

armed forces? If yes, give fUll part icuilars to incluide whatMOL
couintries, when the travel took place, and the reasons for the travel.

15. Doa you know how t o drive an atiLomoh ii ? .Do you present I y
o ;wn a r r? .Motorcycle? IvTrnd, van or camp,(r ____

If yer, Whet7i ! I n I(ow Ioc-at edl _____

Wtioil will yo, (10 witi h it whii you qgo ovt'rsionon nffv as

16. Wha~t ere youir hobbies?

310



17. Do you speak, read, or write any foreion ianouaoe? . If
yes, qive full particulars to include the name of the lanquane(s), and to what
deqree you speak, read, or write the lennuane(s), and where learned,

18. What do you consider is the best way to spend your liberty hours'

19. What is your favorite topic of conversation with men?

20. What is your favorite topic of conversation with women?

21. What is your most valuable possession? (Not limited to monetary
a iual; les). "-"--'_

22. Whitt is your definit ion of intenrity? _

23. Wht is 'sour family's reaction to the Marine Secdrity ruard Prnr.ra,'.

24. h.at extracirrictilar activit ies do yotj most enjoy? __-______'

25. Whitt military service schools have you attended?

SCH(OOlL rLASS STANnINC/RADF

26. Are you a caree'r Marine? • Why" __

311
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27. What were you preparino yourself to be prior to Joinino the Marine
rps?

28. Indicate where you have previously served in the Marine Corps.

PLACE UNIf RILLF-

29. If you served in another branch of the United States Armed Forces,
indlicate where you had previously served.

30. Have you ever applied for any proriram(s) leadina to a com~missionedi
ocr icer rank? .If yes, indicatea what proaram(s), and the results of
the applicationTTs). ___________________________

___ 31. What. is your favorite readina malerial? _____________

32. I.isL three traits that you would desire in your closest friend.

33. vihum do y'oii con5tiI I for financ&i al a5ssitt One Snd Why? ____

34. What must a person do to become a good conversationalist?

35. If you were invited to the home or a fore inn family, what topics of ,

conversation do you feel you would discuJss?

H12

.. .

. . . . . . . . . . . .. . . . . .

29~~~~. . . ..................... o teUntd taesAre Frce, .. , ..



Interviewee: Dr. Susan Saxe
Psychologist

Los Angeles

Interviewer: Leaetta M. Hough P J"o. * b

Date: 18 July 1984, 9:30 a.m. .. .-,

Dr. Saxe does consulting with many organizations, primarily in the area

of screening people for security positions. We first met Dr. Saxe at
the training academy of the LAPD. She has done consulting with them.
We talked with Dr. Saxe at the Olympics security headquarters. She
has done some screening of applicants for security positions. The
great majority of Olympic security positions, however, is filled *.

using private security companies who do their own selecting. Dr. Saxe
did her doctoral tesis in the area of police work and has been in the
area ever since.

Dr. Saxe says she looks for the fol lowing characteristics:
integrity,
compass ion,
emotional stability and coping with ,;tress,
interpersonal skills,
maturity, and
jud ment and dec ision-making.

The informat ion and techniques she uses to gather information about the
individual in each of these areas are:

aitohiography (which includes a statement of what the person
thinks are his or her most salient characteristics),
sentence completion,
MW' I
background investigation, and
clinical interview.

She examines the autobiography, sentence completion, MMPI, and background
investigation information and then interviews the applicant. She looks for
Inconsistencies in any area or in the information and during the interview
probes that area. She also looks for tiny flaws that are hinted at or
revealed in the tests and background investigation and probes or "pushes,"
as she called it, In those areas. The autobiography and sentence
completion are her own creations and have no particular scoring procedure.
There is no empirical research available as yet regarding their use. They
may very well, however, provide Dr. Saxe with areas to probe in the
interview. She says she examines individual responses to MMPI items such
as " ave you ever been in trouble with the law?" and "Have you ever stolen
anything?" If an applicant says "yes" to either of these, she probes into W
what it was, what happened, etc., etc. Dr. Saxe said that a person's
history of coping with stress is very important for making

3 135 1-
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predictions about how the person will do in a future stressful situation.
However, she also stated that the way management supports its people,
in terms of being consistent, compassionate, and sensitive, is as im- -

portant to coping successfully with stress as is the individual's
coping skills and abilities. She referred to the old adage "past be-
havior is the best predictor of future behavior" and said that the back-
ground investigation is the best place to find out about an individual's
past, though she also believes that the interview is critical to in-
tegrating it all.
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ANNEX 7

WISCONSIN ELECTRIC POWER COMPANY

Interviewee: Alfred P. Mascitti, Ph.D.

Supervisor
Supervisory & Professional Placement
Wisconsin Electric Power Company

Milwaukee, Wisconsin 53201

Interviewers: Leaetta M. Hough
Meg Keyes

Date: 14 September 1984 -

Selection

Wis consin Electric (WE) uses a two-hurdle selection process for any job

re(pi,,r lug access to the nuclear plant.* First, all applicants are screened

with a battery of cognitive tests developed during the Post Operator Selection

aystem (P(SS). '|'his empirically validated battery of Inventories,

tests, and questionnaires is now available through the Edison Electric

Institute for administration to candidates for operations jobs in

electrical power generating plants. These Instruments yield scores

which are easily interpreted according to varying probabilities of

successful work performance. Validities of the battery have been shown

to generalize across companies and across candidates regardless of

race or sex. WE uses the highest recommended cutoff which is equivalent

* to a WAIS score of approximately 110. Thus, a very select group of

applicants moves on to the second hurdle, psychological assessment.

The NRC's proposed access authorization rule required psychological

assessment. Dr. Mascitti, in consultation with Sandy Davis, has re-

cently revamped the psychological screening done by WE. This screening

forms the second hurdle in the selection process for any job requiring

access to the nuclear plant. It is designed to evaluate applicants on

five categories of unreliable job behavior that were developed as part

of the POSS project. The five dimensions are:

1) Argumentative hostility toward authority,

2) Irreqponsibility/Impulstv ity,

3) Defensive and compulsive Incompetence,

4) Subs tance abts, and U-'
5) EImotional and pers(,nal aldaptalill ty (p! ;ychopathology).

I)etailld d(I 1it i(,nt Of all live dime.nsioin are attached.

*the only exceptio f, I the security gi;,rd force. WE cotracts with the

Gtard Ian 'r.oteoction Agency to provide security guards for Its facilities.

WE does reqire (Guardian to use acceptable techniques to sci oen ap-

pi itants for these jobs. urrently, they use a clinical psychologist,

who acts as an ouitside consultant, to administer an MMPI and conduct

a clinical Interview wIth each applicant. Security guards are re-

evaltiated every two years.
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All applIicants who pass the first hurdle, tile cogni~tive bat tery, are
given tle MIP I 1 111P I prof iles are evaluated by D~r. Masci tt i using very
spec if ic dec is in rulIes developed by Sandy D~avis and J im Butcher. In
aIdd it ion , those app I lecan ts are schedu led f or i nterviews, w ih Lo x-

perincdp l;icemenlt speciailists who have attended aonle-day trang
sess ioni des i sed by Sandy "lvav is. Tire placement spec ia Iis ts rate thle

appi iclirts on two of the five dimens ions listed above: W

I) Ari~neu tat i ye hos t i Ii t v tolward aurthor it v , anl(l

2) 1 rresponrs i hi I i tv / Tlmpulsiv i ty.

These dI imens ions were seected as the two most amenable to evaluation
in anl into r-v ew sot t ing . ('fthe Spec i~ aInJtcryview EvaIluationl Sheet is-
at tach e(1.)

FinallyI , al a :pp I i rts who pass the f irst hurdle are schedul ed f or a
backgrouind inlves t i ,;lt i (ui. W11 contraicts wi thr Eiifax Services, Inc. to
do all baicrourud inves-t i pat ions. 'llbe Equ ifax background invest iga-
t ion inc I rules f lie t oll ow ing:

) ve r if i cait i(oil(of soc ial sfcrity number and diat e oif b ir th
w it It two lir(" i ons eilp Ilovu't, Or (met( 1)~ re ous emp I over and
0 one od1 a It tt i o na I i ns t i t ut i oi

2) venit bat ion of employment istory- for tile last five years,
3) ve r if icat i on of eduicaiti otaIli histo ry,
4) invest iga,;t ion of crodi t li istor%' for thle Ilas t f ive veal s,
5) inlvestiga;tioun of criminal history involving aI review rif

state, count v, and municipailf it recoril; in place of
reS iilOniC and p lace of empl'loymenllt ,if dliferent ,for thle
laIst f ive yea,-r s, a Id

6i) review rif character refer tires; HIT-Ii Of cot 11 whr'n a t akinl f rem

the Nuclea-r Aces ,rthor i 'at iii Appl i, aition arid two (if
whom are (level oped hv Fqs i t x.

Eqrri faIX slipp Ii jels aI epor t wi t 1in un w o l" I I i l v'; I% r It. t uitI t i re-
ferred it-s to, Cartol ?. Sc l I a 1n1t uinal .1- 'urnl .xlt i th lqlii Ix,
for no're iit ona'uit i'rr on threii ; ervi, ;'0-P-~ I I,- r ecs'-

MeifndedL thur 'i ii \r'O .' irl pruvill thc ii r

a t 11 re( ] I, o f t it

pi icarit ti~ li S tr s nr , li writ I i l l '-h- t i1 tolI I , l it HpT
gluard who lr.I -in ilie new lIti r tine- -tt el i r- ce o t hw ru, I ,; i ai

If tilt, ps. Itl-irI asi'u1'r Du'he!ii~'' r. Mil t t i ori, ins,



the placement specialists to learn if this particular applicant has
skills or experience which make him/her especially valuable. If not,
Dr. Mascitti instructs the placement specialist to "put the applicant
on hold." If the applicant does have valuable skills or experiences,
he/she is referred to the clinical psychologist.

The clinical psychologist is an outside consultant selected and trained
by Sandy Davis. In evaluating an applicant, he reviews the MIMPI, inter-

view data, and background investigation. lie also administers the CPI and '. "
conducts a clinical interview where he probes for more sensitive informa- _ .
tion than is collected elsewhere in the assessment. lie then recommends
whether the applicant should be allowed access to the nuclear facility.

Internal transfers into the Nuclear Power Department must also undergo
the psychological assessment described above. Dr. Mascitti said that
WE has received very few complaints about the intrusive nature of the
psychological screening. In addition to the extensive psychological
assessment, all applicants who pass the first hurdle also receive a
complete medical examination and drug screening.

Dr. Mascitti noted that for a typical opening WE will receive 700 applica-
tions. A resume review, concentrating on grade point average and number
of courses in science and math, will reduce the number of applicants to
be tested with the POSS battery to 150. The high cutoffs used for the
POSS batterv will reduce the number of applicants who go through the
expensive psychological screening and medical exam to fifty. Approximate-
ly, thirt additional appllicants will be dropped because of factors un-
covered in the medical or psychological assessments.

Monitoring

WE has a commitment to the NRC to re-evaluate those employees with access
to the nuclear facility every two years. In 1981, WE required all em-
ployees at the nuclear plant to take an MMPI which resulted in severe
morale problems. Rather than repeat this fiasco in 1983, Dr. ascitti,
in consultation with Sandy Davis, developed an on-going Behavior
Reliabilitv i'rogram.

Using PI 's "Reh avior Re Iiab Iii ty Program for the Nuclear Indus try"
(Nurep CR 207M) a-; a guide, Dr. lzlnc itti met with maul% key groups to
discis+; the deve. l,,pent of the pro .-im. Inc luC d in t (lI,2e discusqioils
We ' 0:

med , 1
ac, iIcut pvcveuti',

ni, Icar p,,vr deportLmet, ;,jid.
pl Iut per',nue- I,

Dr. Mow. I -itti clh - to involve . - groups; iu the devel opment of the pro-
gram s th .t th,.: 'w'lul d txperi il, .1 'enrl, of 'ownership" and illvolvement.
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The program which developed from these meetings is coordinated by a single
person, Dr. Mascitti. The program is initiated with a one-day training
package which instructs supervisors to recognize gradual deterioration
In job performance and which specifies a series of administrative pro-
cedures that are appropriate when such deterioration occurs. The train-
ing package emphasizes behavior observation, rather than evaluation,
and documentation. It relies heavily on case studies and films. In
addition, every sopervisor is required to complete a Behavior Reliability
Job Performance Checklist for each of his/her employees on a yearly -

basis. This checklist is performance-based and has provided space
for th , ,crvI -;or to record hls/h(,r mlsce I Inneorts commments. 1r. MIscI tt I
has found that the supervisors often include detailed comments in
these sect ions.

The checklists are returned to Dr. Mascitti and do not become part of the
employee's personnel files. Employees do not have access to these docu-
ments, and information contained in the checklists cannot affect status,
promotion, or salary. Dr. Mascitti reviews the checklists, consults
with the plant manager, and may involve employee assistance or the
clinical psychologist when problems surface. In addition, supervisory
personnel may contact him if they become aware of a reliability problem.-,.
Dr. Mascitti described several case studies in which he had attempted to
deal with troubled employees in a highly individualized, non-punitive
fashion. In his role as coordinator of the Behavior Reliability Co-
ordinator, he refers employees to other professionals for counseling
or therapy; he does not act as a counselor. Although the thrust of the
program is non-punitive, Dr. Mascitti notes that the risk imposed by un-
reliable employees is so great that it is not always possible to al-
low them continued nuclear plant access. In these cases, limited plant
access or transfer to a fossil plant are both possible alternatives.

Thus far, both supervisory and union personnel have generally supported
the Behavior Reliability Program. Dr. Mascitti believes it is successful
because It is performance-based, non-punitive, and emphasizes early
identification. lie also noted that plant managers appreciate having
one contact (the coordinator) when faced with a behavior reliability
problem.

WE has also articulated a tough, new drug and alcohol abuse policy. Tie
policy reas:

I) MV eulloyee found Isiri,,, pose.,ing, distribut Ing, or sell-
io a I cohol wh IIe I ,it dut v sha 1 I be sn" jr'ct to t mi nj t ion;

2) v ,'I,,il,,y,.e nsil , , pos .sistng, selliug, or distribt tng it-
ogin dI Fnlgs whi Ie on dt v shn I be terni nted.

3) ;U~V vmlyee undotgoing mc 1Inil Irentmnt with a controlled
sulst,;nnce shall report It to Iis,/her stpervlsor; and

4) any emplovee using, possessing, sellirig, or distribut lng Il-
lega l drugs will e off dt y sb;i I be subiject to severe disci-
pllnarv action Inclntdig termination if it affects job per-
formanice or results in pithlcitv.
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If a supervisor has probable cause to suspect any employee is under the

influence of alcohol or drugs, he can pull that employee off the job
and hold him/her in the guard house. Only the person in charge of the

entire plant has the authority to ask the employee to undergo drug and
alcohol testing at a nearby medical facility. If the employee re-
fuses to submit to drug and alcohol testing, he/she is charged with in-

subordination and is subject to severe disciplinary action including
possible termination.

WE has also developed a Behavior Reliability Program for security guards.
A one-day training program for guard supervisors has been developed which
is very similar to the plant supervisor training program. Like plant

supervisors, guard supervisors are asked to complete Behavior Re-
liability Checklists. These checklists are returned to Dr. Mascitti

who discusses any problems that surface with the Guardian Agency. Be-

cause there is no employee assistance program for guards, the thrust
of their Behavior Reliability Program is much more punitive. In addition,
WE has developed a half-day training program for guards which emphasizes

behavior observation, rather than evaluation, and documentation. The

administrative procedures to follow when suspect behavior is observed

are also reviewed.
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